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ABSTRACT

This study was conducted to examine the gender differences among men
and women employees working in Diplomatic Missions. The area of the
study was different Diplomatic Missions of different countries and
their employees both men and women. The random sampling technique
was used to select 24 employees working in diplomatic missions as a
sample for the study. Out of 24 employees, 12 were women and 12 were
men. Data was collected through questionnaire developed by
researcher. The reliability of the questionnaire came out to be .759 for
number of employment opportunities and 0.892 for position in office
hierarchy. Data collected through questionnaire was analyzed through
quantitative means and the data collected was presented in
percentage and frequencies and to test the hypothesis paired sample
Independent t-test was applied. Findings of this study indicated that
gender difference exists between men and women employees working
in Diplomatic Missions, the ratio of women employees was less on top
position in most of the Diplomatic Missions as compared to men.
Moreover, men and women not treated equally in number of
employment opportunities. Therefore, it is recommended that authorities
of Diplomatic Missions should treated equally of both employees in terms
of number of employment opportunities, and top positions in diplomatic
missions.

KEY Words: Gender, Difference, Employees, Women, Men, Diplomatic
Missions.
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Introduction

According to the English Encyclopedia (2014) Gender differentials refer
to the unequal social and economic resources distribution between men
and women. According to (WEF) World Economic Forum (2018) report,
the gender gap is observed in four categories, Political Empowerment,
Health and Survival, Educational Attainment, and Economic Participation.
Similarly, gender difference has been seen in all fields of life, from
domestic level to professional level, such as difference in education,
designation / positions, opportunities, income, decision making power,
accesses, effective worker and etc.

In less developed countries females have limited advantages in autonomy
because of kingship and patriarchal society. This kingship and patriarchal
system hinders women’s participation in the development of the country
and also this led to the gender differences, pervasive in all spheres of life.
Rao, Sandler, Kelleher and Miller (2016) cited the report of the World
bank 2011 in their book published in 2016, according to which investment
on gender equality can foster improvement in various sectors such as:
education, agriculture and health . Moreover, if we encourage women
participation in different fields then we can reduce poverty as well. As
International Relations are reflective in the whole world therefore the
status of women in world affairs should be the same or similar as of men.
According to research completed by Rehman (2011), the status of men and
women are different in world affairs, Similarly the diplomatic mission is
the place where men’s and women are considered different and mostly
men are top representative of a country.

As example of gender differences between women and men, women earn
less as compared to men and mostly women are fewer in executive levels,
but women economic participation mostly unpaid within home or out of
home. Generally, women earn less as compared to men. Women voices
weigh less here in decision making processes and women have less control
own material or even own personal decisions. Female participation in
labor force female is high in East and Pacific Asia 64% , South Asia 35%
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and lowest in North Africa and Middle east 26% , (World Bank, 2012).
According to the reporter, Pakistan director of Population Council, Dr.
Zeba Sathar said in the Labor Force Survey 2014-2015, in Pakistan labor
force participation rate among the youth (between, the ages of 10 and 24)
is 41.3pc for male and 16.4 for female. (“Govt should focus on skill
development”, 2016). MaDonnell (2013) cities a report Global Gender
Gap (2013) that, Japan is the top of the country where gender gap more
exists as compared to other countries western and European.

According to Mehboob (2016), in Pakistan the women legislator’s
performance improved as compared to male counterparts in both (national
parliament and provincial legislature) in the last 13 years. Wilson (2014)
cites, the World Economic Forum’s index ranking which confirms that,
East Asian women in politics and education are fewer as compared to
men. According to the research study (ISDS, 2015), in Vietnam only 2%
of men do not work as compared to above 20% women due to household
responsibilities. Moreover, women rarely get a chance to obtain higher
positions and in professional trainings. Slowly and gradually women are
rising in the field of diplomacy and in international movements, but the
gap still exists. According to Towns and Nikasson (2017) males
predominantly occupied the post of Ambassador while females still lag
behind such upper positions as compared to their male counterparts. Men
tend to share more within the field of mediators in peace negotiations. This
gender difference pattern impacts on International Affairs.

At the beginning of the 20th century, the women role in the Ministry of
Foreign Affairs was severely limited: married women could not take
foreign services exam, only single women. Women became accepted in
the career of foreign services in 1918 in Brazil, 1920 in the US, 1932 in
Turkey, 1934 in Denmark, 1939 in Norway, and 1949 in Japan, (Aggestam
and Towns, 2018). Human resources are the main powerful tool for the
success of any organization. Employees are the main assets of any
organization, and if the employees feel comfort and equality, so they work
better. Therefore, in order to shed light on the gender differences among
employees working in diplomatic missions, this research has pinpointed a
set of variables for gender differences which includes the number of
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employment opportunities and gender difference on top position between
men and women in diplomatic missions.

Remaining this paper has been divided into six sections, the first section
outlines the Rationale of the study. It will enhance the importance of this
research paper, why this research paper has been done, the need for the
research and what is the problem. The second section, the Objectives of
the study and the hypothesis, here objectives and hypothesis have been
made. The third section will present the Literature Review regarding
gender difference in different fields such as, men and women differences
in education, men and women differences in labor force
participation/employment opportunities, men and women differences in
income, men and women differences in authority or decision-making
power or etc. in the diplomatic missions and other organizations as well.
The fourth section presents the research methodology and describes which
design, method etc. have been used in this research. The fifth section
explains the data analysis and discusses it. The sixth section provides
recommendations and concludes the research.

Rational of the study

Gender differences are a very common phenomenon among men and
women employees working in different organizations including in the
diplomatic services. The public dealing is very hectic in all types of
diplomatic missions whether they are in embassies and consulates. Among
the visitors and customers, both men and women but it is still male
dominancy in the employment opportunities in most of the diplomatic
missions. The ratio of the female’s employees in the diplomatic missions
is feeble. According to Rehman (2011:17), there are limited promotional
opportunities within embassies, so female at the bottom of the hierarchy
are more inclined to feel instinctively inexpert in their positions. Hence,
the research problem under investigation is “GENDER DIFFRENCE
AMONG EMPLOYEES WORKING IN DIPLOMATIC MISSIONS OF
ASIAN, WESTERN AND EUROPEAN COUNTRIES”.

Objective of the Study
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1. To explore the difference in employment opportunities for men and
women working in diplomatic missions.

2. To explore the difference on top positions of men and women
employees in diplomatic missions.

Research hypotheses
1. Hi: The number of employment opportunities for women and men
are different in diplomatic missions.
Ho: The number of employment opportunities for women and men
are not different in diplomatic missions.
2. Hi: There is significant differences on top positions of men and
women employees in diplomatic missions.

H;i: There is no significant differences on top positions of men and
women employees in diplomatic missions

Hi: The women employees are less on top position as compared to
men in diplomatic missions.

Ho: The women employees are not less on top position as
compared to men in diplomatic missions.

Literature Review

According to (Miller, et al. 1992) females are more appropriate for the
household tasks/management, childcaring, and nurturing. Similarly (Pleck,
1977) says that usually, females were anticipated for the home makers task
whereas males were considered to be wage earners. However, in the past
century, gender composition in the workforce was different and now this
gender composition in the workforce has increased compared to
previously and the number of women entered into the labor force. (Bhalla
and Kaur, 2011; Van Vianen and Fischer, 2002; Schwartz, 1989; Miller,
1978). On the other hand, it is observed that men have tended to
monopolize the posts in diplomatic services, the international civil
services, and the military. Until 1987 United States was founded to have
less than 3 percent females occupying the senior Foreign Office positions.
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For some, the voice of women in International Politics is considered
“inauthentic”. (Tickner, 1992).

In old times, women have been facing difficulties in terms of education
and accesses to power positions. Marriage was necessary for women for
protection and support. Moreover, women were supposed to produced
children. Even in the most developed countries such as in America and
Europe no women had the legal right over own land, money, etc.
(Kumari, 2012: 1,2). According to OECD (2015), reports on gender
related problems, there are still barriers between men and women in
employment and education. Both the he partners countries and OECD
aims to promote and improving policies related to gender equality. Rana
(2013) describes in his book, in Saudi Arabia where restrictions on women
are high in the areas such as in employment and dress code .In the US, the
requirement of Foreign Diplomatic Services, to resign upon marriage was
dropped in 1971 in the Foreign Diplomatic Services.

Female autonomy on the world level observed low as compared to men
high. According to the (Jejebhoy, 2002) research findings show that
women were limited access in terms of economic resources, purchasing
and selling items. Furthermore, no woman can purchase and sell items
without consulting a family member and husband. Moreover, the study
shows that the women’s participation in decision making is limited.
Tsalikis (2018) writes in her article in 1995 that the first female
ambassador appointed by Canada to the (UN) United Nations was a
political appointee. Similarly, in 2016-2017, two female officers were
political appointee. Therefore, women those are coming in the diplomatic
missions are politically appointed.

Shilling, J. (2014), throughout in the two worlds wars in diplomatic
services, the role of women was different. The British diplomatic and
consular services committee concluded in 1936 that women were still
disadvantages or made no profit in the field of diplomatic services in all
over the world. Tsalikis (2018) writes in her article that in 1909 in Canada,
only men could apply to the foreign services examinations in upper level
jobs and women could only apply as clerk or secretaries. Moreover,
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women were allowed to become officers in the foreign services only from
1947. Before the 1970s married women were not allowed to post abroad,
but in the 1971 the changes occurred in the rules and regulations and
government removed these limits from married women in all government
sectors. Therefore, gender differences in diplomatic missions was exist in
Western and European countries.

Shilling, J. (2014), throughout in the two worlds wars in diplomatic
services, the role of women was different. The British diplomatic and
consular services committee concluded in 1936 that women were still
disadvantages or made no profit in the field of diplomatic services in all
over the world. Tsalikis (2018) writes in her article that in 1909 in Canada,
only men could apply to the foreign services examinations in upper level
jobs and women could only apply as clerk or secretaries. Moreover,
women were allowed to become officers in the foreign services only from
1947. Before the 1970s married women were not allowed to post abroad,
but in the 1971 the changes occurred in the rules and regulations and
government removed these limits from married women in all government
sectors. Therefore, gender differences in diplomatic missions was exist in
Western and European countries.

Bryce (1989) underlines the fact that the advanced standard set for women
to obtain equal status at the workplace requires to be more qualified, to
work harder, to be more determined and capable than men. Nevertheless,
women still do not reach commanding positions with the similar autonomy
as compared to men, (Bryce, 1989). According to Baker and Mckenzie
(2001) women continue to be deprived in upper positions. Women seems
almost invisible, since few have been leaders of states. Women lag behind
in such positions, because of continuing to look after the elderly at home,
the children and of being more engaged in household work, (Tsalikis,
2018).

China, which is a developing country faces different challenges such as
social development, economic development or in gender equality (Dan,
2013). “The gaps exists between women and men in these areas:
employment, resources and income,” says Song Xiuyan . (Dan, 2013).

—— O/ w—



& RESEARCH
ASSOCIATION

Pak. Journal of Int’L Affairs, Vol 3, Issue 2 (2020) GENDER DIFFERENCE AMONG ...

According to Wilson (2014) cites, Harris Rimmer from Australian
National University (ANU) notes that Asia produces female leaders in
politics but there are few women working at the national level and those
who do come political elite. After 1945, the number of women gradually
increased in diplomacy both serving as a representative/ambassador by
career progression and political appointment. (Marks, 2014:13).

The research study conducted by the Institute for Social Development
Studies (2015) finds that Vietnamese women are less educated than men.
Yong women are supposed to perform household responsibilities and they
sacrifice and give up their education. According to Rehman (2012:2),
before the 1970s no women was selected Head of British representative
post or in diplomatic services and until 1987 no married women was
appointed as a Head of embassy or consulate. Moreover, a female
ambassador in New Dehli from the side of United States, but for Russia ,
China and Japan ,no female Foreign Service Officer visit there as a
representative; and the two female who working as representatives to Paris
and London were both political appointees (Rana, 2013). Furthermore, she
argues in her article that the Reform of diplomacy is closely related to the
gender and observe the enclosure and elimination of women, men and
transgenders. Therefore, the experts appear to be concerned with the
changes within diplomacy. Moreover, they suggest that research on gender
and diplomacy should rely on larger numbers (Aggestam et al, 2018).

Rehman (2011:3) also asserts that before 1946 Britain was far more likely
to appoint a female within the diplomatic services than was the rest of the
world. We can conclude from the literature that the more women are
members of a male dominated patrical society the more they are prevented
from reaching the top positions in diplomatic services. The same
argument applies to the limited promotional opportunities within
embassies, and in consequences females at the bottom of hierarchy are
more inclined to feel instinctively inexpert in their positions (Rehman,
2011:17).

Methodology
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The descriptive research design used for this study is the following:
the quantitative research approach was followed. The questionnaire
was used for the data collection process which was developed by
researcher. Five-point (05) Likert scale (1=Don’t know, 2=Never,
3=Sometimes, 4=Frequently, 5= Always) was used in the closed
ended questionnaire. Moreover, the questionnaire was divided into
two parts: demographics including gender, marital status, and gender
difference in number of employments opportunities and gender wise
designations/positions. The population of the of the study comprised
of employees both men and women working in embassies and
consulates of North East and South East Asian, Western and European
countries. Through the random sampling selection technique, the
sample from the population was selected. Twenty-four (N=24)
respondents, 12 women and 12 men were selected as sample of the
study. The questionnaire reliability was calculated from the Cronbach
alpha which came out to be 0.759 for number of employment
opportunities and 0.892 for position in office. The given values were
much higher than 0.6, therefore the range of Alpha shows a good
reliability of scale. The findings were explained through tables and
description. Furthermore, to test the hypothesis paired Independent
Sample t-test was applied.

Data Analysis and discussion Gender wise frequency and percentage of
respondent, the number of men were 12 out of 24 and percentage from
selected sample were 50%, and the number of women were 12 and the
percentage from selected sample were 50 %.
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Gender Wise Percenatge of Respondent in
the Sample of N=24

HWomen HMen

This graph shows the diagrammatical illustration of percentage (%) of
women and men employees of diplomatic missions.
Table:1. Demographic Data Percentage (%) of respondents (Women
and Men employees working in Diplomatic Missions)

Parameters Category Percentage

Gender Men 50%
Women 50%

Marital Status Single 66.7%
Women Married 25%
Others 1%

Marital Status Single 16.7%

Men Married 83.3%
Others 00%
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The above table describe that 50% respondents were men employees. On
the other hand, 50% were women employees. Moreover, the data was
collected from both women and men employees (100.0%). As above this
66.7% women employees were single as compared to men 16.7% were
single. While 25% women employees were married and 1% others (such
as widows/divorced), and 83.3% men employees were men married and 00
percent others. This marital status between men and women shows that
single women are more in these missions as compared to single men.
Moreover, married women are less in these missions as compared to men.

Table:2. Gender Difference in Employemnt Opportunities

S.N Employment Men and Women Men and Women
0: Opportunities Treated Equally Not Treated
Equally
Frequen | Percenta | Frequen | Percenta
cy ge cy ge
1. Recruitment and
Selection 4 16.7% 20 83.3%
2 Remuneration 1 4.2% 23 95.8%
3 Leave 5 20.8% 19 79.2%
4 | Appraisal/Perform
ance Management 3 12.5% 21 87.5%
5 Training 2 8.3% 22 91.7%
Development
6 Accommodation 3 12.5% 21 87%
7 Progression 2 8.3% 22 91.7%
8 Supervision 3 12.5% 21 87.5%
9 Job Security 2 8.3% 22 91.7%
Total=25 Total=
191

Table 2 shows 16.7% of the respondents reported that in the recruitment
and selection processes women and men treated equally. while 83.3%
respondents reported that in the recruitments and selection processes
women and men not treated equally. Similarly, 4.2% respondents
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considered for remuneration men and women treated equally while 95.8%
respondents considered they were not.

Moreover, table 2 shows a total 25 frequency of the respondents who
reported that both men and women were treated equally in terms of
recruitment and selection, leave, appraisal/ performance management,
remuneration, accommodation, training development progression,
supervision and job security which is low frequency as compared to a total
of 191 frequency where men and women not treated equally.

Therefore, our first alternative hypothesis according to which the number
of employment opportunities for men and women are different in these
diplomatic missions- is validated.

Gender Difference on top Positions

Table:3. Paired Samples Statistics

Mean N Std. Std. Error
Deviation Mean
Ambassador 25833 24 1.21285 24757
Pair1 WOMEN
Ambassador MEN 4.0000 24 1.10335 .22522

Paired Samples Test

Paired Differences

Mean | Std. Std. 95% Confidence | t | df |Sig. (2-
Deviati | Error Interval of the tailed)
on Mean Difference
Lower Upper
Ambassa
dor
. WOME *| 1.3486 i )
Pair 1 N — 1.4166 4 27529 1.98615 -.84718| 5.1| 23 .000
Ambass 7 ' 46
ador
MEN
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The statistical technique T-test and the type of paired samples t-Test was

used to compare gender difference on top positions between men and

women in diplomatic missions such as Ambassador. There was a

significant difference in the score of women (M= 2.5, SD=1.21) and men

(M=4, SD =1.10); t (23) = -5.14, p = .000. These results indicate that the

number of men in an Ambassador position is superior to that of women.
Table:4. Paired Samples Statistics

Mean N Std. Std. Error
Deviation Mean
Consul
Pair 1 WOMEN 2.8333 24 1.30773 .26694
Consul MEN 3.8333 24 1.20386 .24574
Paired Samples Test
Paired Differences t df | Sig. (2-
Mean Std. Std. Error | 95% Confidence tailed)
Deviation Mean Interval of the
Difference
Lower [ Upper
Consu
|
WOM - ) )
Pairl EN- | 1.000 1.71945 .35098 1.72606 -.27394 5 849 23 .009
Consu 00
|
MEN

Similarly, the type of paired samples t-Test was used to compare gender
difference on top positions between men and women in diplomatic
missions such as Consul. There was a significant difference in the score of
women (M= 2.8, SD=1.30) and men (M= 3.8, SD = 1.20); t (23) =-2.84, p
= .009. These results indicate that women are less and men on Consul
positions are more than women.
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According to the (Towns and Nikasson, 2017), at the beginning all over
the world, women entry in the Foreign Office was not easy because of
male dominated or patriarchal society. Women have increased in the field
of diplomacy 25% to 40% of women are now positioned at an ambassador
post but most women tend to become junior level diplomats, and male are
more likely occupy an ambassadorship and female are still behind from
such upper position as compared male counter parts. Tsalikis (2018), tells
us that in 2013 only 29% women and 71 % men were top diplomats, in
2017 this composition increased that was 44 % women and 56 % men was
appointed as a top diplomate in Canada a western or North American
country. Moreover, in 2016-2017, the two female foreign services officers
appointed were political appointee. In 2016 women 36 % of women
ambassadors were American and in 2017, 19 % of women ambassadors
were British but still only three (3) Canadian women serving as a foreign
minister and zero (0) Canadian women serving as a deputy minister even
not through political appointee on top positions , (Tsalikis, 2018).

Therefore, our second alternative hypothesis- according to which women
employees are less on top position as compared to men in diplomatic
missions- is validated.

Recommendation

According to findings, this study is recommended that authorities of the
Diplomatic Services of North East and South East Asian, Western and
European countries should reduce the difference between men and women
employees in Diplomatic Missions. The organization should seek to
balance between both genders the various employment opportunities such
as recruitment and selection, leave, appraisal/ performance management,
accommodation, remuneration, progression, supervision, training
development and job security process. By knowing this one can adjust the
gender balanced successfully in Diplomatic Missions.

Moreover, based on yearly or at least six-month duration, authorities
should regulate the employees from their positions/ designations through
which everyone would get the chance to apply for top positions such as

] ()] —
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Ambassador, or Consul etc. We have to understand that the diplomatic
service is not only for men, but women can also do better performance if
equal opportunities are to be given to both, men and women without any
differences.

Limitations

This study has conducted gender differentials among employee’s male and
female working in diplomatic missions of Asian, Western and European
countries in future same study can be conducted a comparative study.
Second, same study can be conducted only European, only North East and
South East Asian countries and others as well. Third, as this study is based
on quantitative approach therefore it is also recommended that for future
study can be based on qualitative approach or mix method approach.

Conclusion

This study concludes that gender difference still exists in diplomatic
missions between employees’ women and men. The findings show, there
is difference in number of employment opportunities between women and
men. Men and women treated differently in terms of recruitment and
selection, leave, remuneration, accommodation, appraisal/ performance
management, progression, supervision, training development and job
security.

Similarly, in response of second objective to identify the difference on the
top positions of women and men employees found in diplomatic missions
mostly men were found on top positions such as ambassador and consul
positions as compared to women. Therefore, to reduce this gape, experts
should take a serious action and should balance both women and men in
these diplomatic and consular services.
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