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Abstract

This research investigates the norm of gender equality utilizing two international relation
theories of constructivism and feminism in a case study of identifying the contributing factors of
integrating female officers and sailors onboard warships in the Royal Thai Navy. The research reflects
a non-western perspective in which previous researches have not explored. Most previous researches
that were related to women in combat are from a western perspective. The research was conducted in
a mixed method utilizing both quantitative and qualitative methods. Conducting a survey from
personnel within the Royal Thai Navy covering all ranks from officers, non-commissioned officers, to
trainees. As for the qualitative part, a semi-structured interview interlinked with the variables from the
survey was conducted from officers who work in different branches for the Royal Thai Navy such as
human resources, operations planning, and commanding officers of warships. Additional and
supplementary interviews from overseas naval officers such as Singapore, Brunei and Australia were
also conducted, in which can provide a better overall perspective from both outside and inside the
organization.

The research identified what changes must be made in order for organizations with long-
standing culture and traditions like the Royal Thai Navy have to make in order to conform with
international norms. Military culture and ideology are seemingly impossible to change or
breakthrough, however through small repetition and gradual increments of changing ideals and
viewpoints of individuals through constructive idea sets can eventually change how the issue is
perceived. This welcomes and eases change within organizations with more strict and long-standing
rules and regulations. Traditional ideas must be challenged and tested to prove to the public and
reflect that change is possible. External pressure and internal pressure all play a role in pressuring
change for the organization. The research can gain a better understanding from a non-western
perspective and is able to provide a brief policy recommendation for the organization.

Keywords: Gender Equality, Combative Roles, Warships, Integration of Females, Women in
Combat, Navy, Equal Opportunity

Introduction

In the modern day and age where there is a proliferation of ideas, social values, and social
norms for changes in many different aspects. Feminism has recently spurred into a foray of
international discussion involving the movement of promoting gender equality and opportunity.
Lessening the oppression and segregation between males and females. Creating a social environment
that is beneficial and equal for every person. Constructivism has also had an increase in impact to the
international society, where ideas are constructed between groups of people or societies to form a
certain accepted norm within themselves and also to carry influence across to other groups.
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Constructivism and feminism both pushes to promote and create an ideal world where
everyone is equal to one another no matter what sex, race, or religion they are. It should not matter
what so ever. However, even in the 21st century, females are still struggling to be viewed as equals in
many fields of jobs and occupations. There are still certain constraints and limitations towards
women, such as pay, oppression, and opportunity. Especially in some certain occupations where there
are many factors that oppose against integration of females into that job position such as roles that
involve the security of the state, where capabilities and competencies are the main focus or factor that
comes into play. When the world is heading in a direction that promotes equality such as the United
Nations Sustainable Development Goals but Thailand itself is not in sync with this trend or direction
in terms of promoting equality within the Royal Thai Navy.

In the past physical limitations maybe a major stumbling block in promoting or integrating
females into the combative roles within the Navy, however technology has become much more
advanced and integrated into the system and workflow within the organization. Lessening and
alleviating the physical demands from the use of physicality and manpower. Personnel working on
warships are more of an operator with technology doing the heavy lifting for them in most of the
heavy machinery and weapon systems. There may still be some jobs and areas that may still need
actual manpower to get the job done, but most of the tasks and jobs onboard warships are in some
shape or form assisted or even operated by technology and machinery already. This paradox opens up
to a question of why females are not integrated into the workforce, when technology has come into
the equation and reduced the gap difference of both sexes.

A case that signifies or reflects the inequality for females and males in terms of equal
opportunity within the Navy exists already from the beginning prior to even entering or serving for
the nation itself. The majority of military academies within the Navy are only open to male applicants.
For instance, Royal Thai Naval Academy (Officers), Naval Rating School (Sailors), Naval Marine
Corps School, Naval Signals School, Naval Supply School. All of the mentioned academies and
schools are open to male applicants only. Whereas for females are only able to apply for Royal Thai
Navy Nursing College and Royal Thai Navy School of Music. These two schools only represent a
very niche or small portion of the personnel percentage working for the Navy. It is also a very specific
job that are pinpointed to conduct their own specified work. Whereas the males have a much more
open and wide variety of opportunities to choose from. Apart from entering via Naval Academies or
schools’, females can apply for job specific roles within the Navy. These are positions that require
specific degrees and are specialized positions such as law, management, logistics, linguistics and
academics. These roles are only supportive roles which also represent only a small portion of the
manpower within the Navy. There are no options or positions for females to even apply for combative
roles of which makes up to majority of the active personnel serving. This case can show and reflect
the inequality between both sexes.

Within the Royal Thai Navy, there have been movements and agendas to promote female
roles and jobs within the organization through an internal association within the Navy, which is the
Royal Thai Navy Female Association. This association’s goal and aim is to enhance the image and
capabilities of the female officers and sailors within the Royal Thai Navy. By recent statistics from
2020 survey, there are currently approximately 4,400 females within the organization compared to the
60,000 active male officers and sailors. The association holds annual meetings and conferences on
various topics in which is aimed to position and create better career paths for the current active
females in service and also for the future female enlistees. This provides a recognized voice from the
minority sex within the service reflecting and voicing issues and concerns from the females. Despite
having a recognized association within the organization, females are still lacking in the same job
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openings and roles within the Navy especially in combative roles. There has been little to no
discussion at all regarding to integrating females to serve or work onboard warships for the Navy.
This still poses a question to why even females within the organization have not even mentioned or
strived for equality within the workforce.

International and regional initiatives such as the United Nations Sustainable Development
Goals, goal number 5 which states to; ‘Achieve gender equality and empower all women and girls’, or
one of ASEAN’s fundamental principles which is to have < Mutual respect for the independence,
sovereignty, equality, territorial integrity and national identity of all nations.” These all reflect the
recent movements and initiatives that promote gender equality and recognizes the long-standing issue
of female oppression.

To circle down into the defense realm, the ASEAN Defense Minister’s Meeting (ADMM) has
declared and reaffirmed adherence to the fundamental principles and purposes enshrined in the
ASEAN charter and treaty of which was stated earlier. ADMM also commits to the maintenance and
promotion of peace, security, stability, and safety of the region whilst still maintaining the non-
interference principle. In summary, globally and regionally there have been movements and initiatives
that recognize and are starting to adopt movements in the direction to promote integration of females
and neutralizing gender inequalities in the society.

This poses an issue or problem at hand related to women or females in combative roles within
the military. Despite the movement of global norms in promoting and striving for gender equality,
why does the Royal Thai Navy still not act accordingly to promote gender equality in terms of
opening up combative roles to females? Are there too many socio-cultural constraints or
organizational ethos that obstruct the integration of females? This leads to the problem that I will
research about, the factors and their effects on integrating females into combative roles within the
Royal Thai Navy, specifically warships.

Research Questions

1. Why has Thailand in particular the Royal Thai Navy not promoted and posted female
officers and sailors to work onboard warships?
2. Why has it failed to comply with international norms, especially gender equality?

Research Objective (s)

With gaining an overall understanding to the social norms and also the restrictive factors
involved within the Thai society that effects the opinion towards pushing and promoting the
integration of females to work onboard warships in the Royal Thai Navy. In combination with also the
overall picture according to the policies and accepted norms from within the organization, we will be
able to formulate a possible criterion for the Royal Thai Navy to use in order to transition and
integrate females to have combative roles on warships in a gradual step by step manner.

This then will lead to an improvement to the Thai society not only the academic field in
gaining more insight this subject but it will also contribute and rectify various already present issues
and aspects such as economic, political and social factors. For example, it opens up job opportunities
to more people whom are able to apply for the job positions in which will certainly address the
recruiting void from only accepting males in the beginning. It can also promote more economic
equality and job openings to the whole society where females and males have equal opportunity for
application. It also displays towards the international community that Thai society is pushing and
striving to create an environment and social setting that benefits everyone equally, leaving no one
with a handicap. Other than that, this research opens up a variety of newer perspectives surrounding
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females in field of work that male have predominantly occupied within the Thai society. This can lead
into possible and further research with a base already established around cultural and social norms in
Thailand. In terms of contribution towards the international relations field, this research will be able to
provide a standpoint or viewpoint that is reflected from a non-western society. Also, change within an
organization or a tight-knitted group can evolve or change through diversification of roles and
broadening of tasks in which can lead to greater acceptance and openness to change from within. This
can become a foundation for academics and scholars for future use in order to implement gradual
change towards a targeted population that has similar or comparative traits to this study.

Literature Review

Recent research regarding females working in the military, especially in combative roles have
had some spotlight towards them from the recent spur or proliferation of feminism and constructivism
in recent years. The following are the previous researches related to the topic of females in combative
roles or the military;

Hooks (2014) put forward an argument and points surrounding the challenges and ever-
changing patriarchy against feminist movements has become increasingly more and more intense.
This approach was more focused and aimed at just promoting the overall social justice for women to
encapsulate a much larger audience covering all races and background. Additionally, the author is
trying to put out an argument and voice out to explain and rectify the misinformed general negativity
towards feminism. This piece mostly reflected the difference in ratio of male to female workforce,
highlighting and explaining the factors that created these differences in numbers. It mostly went into
detail surrounding the social aspect of the female sex. The paper did not mention or look into how
male and female differ in producing outcomes or productivity from a realist perspective (Hooks,
2014, pp. 1-4).

Mubarik (2017) put forward a research emphasizing the integrity that both males and females
of recent generations are advocating and supporting the concept of feminism much more than before.
The research was conducted via mixed method, interviewing high ranking officials, and gathered data
through questionnaires from university students in Pakistan. Its finding highlighted the oppression of
basic human rights of females in their society. It reflected that religion and the ever-present social
construct of the nation was the main contributing factor laying claim to the divide and unequal rights
for females. This research reflected how religion was one of the main contributing factors towards the
divide. With a divide in the social construct, the consequences from that then created double standards
for the job market of their society. For instance, certain occupations like construction workers,
security guards and the majority of the minimum wage workers were men. Whilst, the research
showed that some certain occupations were much appreciated and preferred to be females such as
instructors and teachers. The paper reflected and highlighted how gender is attached to specific
occupations differently, but it did not explore and try to find what factors that could be changed to
reduce the divide (Mubarik, 2017).

Aydt (1998) conducted a researched in which strikes a bit closer to the research question that
we are posing. The author conducted research surrounding the traditional gender constructs that limits
the participation of females into the United States military. Gender constructs such as masculinity
confronts or threatens the distinction between male and females in terms of military roles.
Incorporating females into the organization disrupts and devalues the organization’ s rituals and
culture. The study also points out that once an opposite sex steps out of tradition sex roles are viewed
or labeled as homosexual. A large portion of this study only highlighted the factors of differences
between males and females that limits female participation within the United States military. It only
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put out a possible solution that change can be done by adverting and changing policies from higher up
(federal and congress), way above the military level since military leaders stray away in addressing
this complex issue. This research only reflects a viewpoint from a US-Eurocentric or western stance.
Additionally, it only looked at the problem from a perspective of how to make females accepted into
the military, it overlooked and disregarded how females affects the overall core capability of the
military to accomplished its main objective and goals (Aydt, 1998).

For Duncanson and Woodward’ s research focuses on how military transformations and
feminism are linked, how it can be developed to take into account of the emergent reality of
integrating females to a larger option of roles in the military of NATO states members. This paper
acknowledged the recent shift of military roles towards peacekeeping, peacebuilding, counter-
insurgency, and stabilization operations. Indeed, the research discussed about an aspect under realism,
however the main focus of this paper was in terms of how to socially integrate and create cohesion
within the military rather than focusing on creating unit cohesion and competency as a task unit to
conduct missions. We want to further entail and delve into more than just integration of females as a
social tokenism achievement to align with feminism and social equality but rather integration and
creating a more affective and competent unit for the military (Duncanson & Woodward, 2016).

Aggrey (2000) conducted research about women’s role and participation in the maritime
industry. An industry or job sector that is considered a male dominant sector similar to the military. It
discussed and uncovered various factors that limited participation from females in joining and being
involved in the industry as a whole. It highlighted the importance of the maritime industry, in which it
is involved and is responsible for more than 90 percent of the worlds trade, but somehow the ratio of
male to female working in this industry is so vast. It reflects the limited equality of opportunity for
females. The main argument of this research is that women are starting to increase within the
maritime industry/sector over the recent years, however for the maritime industry to become a well-
balanced male to female ratio, this cannot be done alone by the private maritime industry companies.
The issue should be engaged by every party involved such as the governmental organizations and
non-governmental organizations whom all play a role in assisting and promoting policies to create and
meet the required outcome. This research does contribute towards females working at sea, in the sense
of the maritime industry. But it does not cover the difference between the maritime logistics seafarer
environment to a military environment. There are still some distinct features and factors that set these
two environments apart. (Aggrey, 2000)

Szayna’s research is somewhat related to our intended research topic. It looked into how to
integrate females into military organizations especially special operations forces. A small highly
specialized unit like the Navy SEALS, Rangers, and Green Berets, in which are considered the most
highly-skilled and trained units of the United States military. They assessed the factors and limitations
involved on what restricts female participation. It acknowledged the physical difference between
males and females on how it can affect the mission of the unit. Different sexes possess different skills,
reactions to external pressure like stress, and most notably the female’s physical contributions. For
military units, task cohesion and social cohesion must come hand in hand to perform well as a unit.
Team members rely on each other to carry out their assigned duties and roles. By integrating females
into the unit will effectively cause a reduction in unit cohesion if females are unable to be fully
accepted as a team member of the unit. Performance is the main critical factor on these teams, it
reflects the perceptions regarding adding and accepting a new member to the team. However, in a
warship’s environment for the ASEAN Secretariat, U., and UN Women. avy is a completely different
environment to a small unit environment of the special forces. Aboard a warship which the ship’s
crew can range up to 200 or more officers and sailors. It creates a much more complex environment
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with a vast number of actors involved. Not to mention the limited space on the warship in which
creates a very small and close bound community. Another major difference is the nature of the daily
workload onboard warships requires much less demanding physicality compared to the special forces
(Szayna et al., 2015).

Garland (1995) researched on the effects on women working aboard warships within the
United States military. The main focus was around the health and mental aspects that affected the
females onboard during operational deployment. The research highlighted the difference in terms of
medical statistics required between females and males. The frequency and method of medical check-
ups that females bring into the medical aspect during deployment. How this issue created awareness
around the inclusion of increase in numbers of female sailors and officers. It investigated the
deployability differences between males and females. Females have many more restricting physical
attributes compared to men, such as diet and nutrition, health care delivery, menstruation, and
pregnancy. These mentioned topics bring in further complexity to an already chaotic environment
during deployment onboard warships. This research focused on the health aspect surrounding women
in working onboard warships. Furthermore, it is a research post implementation/integration or in an
organization that already has successfully integrated and accepted women in combative roles already.
Our research intends to discover and explain the criteria required to make the integration of females
possible for the Royal Thai Navy, in which the Royal Thai Navy may still be a military organization
in the maritime defense sector similar to the United States Navy but there are still many differences
such as political structure, religion and social-cultural factors that make them two distinct
demographics/groups (Garland, 1995).

Methodology

Theoretical Framework: For this research, two main international relation theories will be
utilized and applied to the research data and to further explain and explore the findings. The two
theories are constructivism and feminism. | will use a hybrid approach to explain the findings from a
more balanced approach taking into account the various factors and traits from both theories. This will
provide a more robust and more in-depth explanation towards answering the research question. By not
limiting to just one single theory or point of view, in which it may result in only reflecting results that
come out of a single perspective of the issue. By combining two theories together to the issue or
question, it will provide and come out with findings that are applicable to many ideologies and groups
of people. This will be a much broader and an applicable answer when confronted by opposing ideas
from the various schools of ideas.

The research itself will conducted into cross analysis framework. The first aspect of analysis
will be an understanding and overall perspective from personnel within the organization towards the
integration of women in taking up combative roles on Royal Thai Navy warships. The second aspect
analysis will be getting an overall perspective from the both the Thai Navy and several foreign navies
through a semi-structured interview that have already implemented females’ onboard warships or
have exposure in working alongside women onboard warships in some way shape or form.

By approaching two different aspects it can reflect and provide an overall explanation towards
the research question in hand on the topic. We can use the findings to see the link between different
groups to see whether they align of diverge from each other. How they differ from each other in what
aspects and factors. What certain factors are the same across the board and what varies. For this we
must take into account both ends of the spectrum. What the needs and requirements are from both
aspect and balance out where is the optimum point that is beneficial to both or satisfies the
organization and the personnel. By finding the win-set that satisfies both groups this can create or

1122




The 8™ PIM International Conference 2023
March 3, 2023

define a possible criterion for future implementation and integration of females into combative roles
for the Navy. The win-set can reflect how actors and policy makers can strategize their policies to
meet internal or organizational norms and also comply with external expectations.

Theoretical Model

CONSTRUCTIVISM | + FEMINSM

Internal/Within the Navy (Organizational)
Dimension/Factors

| External Dimension/Factors

+, -) Roles and Missions

+, -) Key Actors (Leadership)

-) Navy Traditions and Culture

-) Capabilities (Warfighting, physical
limitations etc.)

(+, -) Equality of Opportunity

(+. -) Policy/Laws and Regulations
(+) Technology

(+, -) International norms
(+, -) Globalization
,-)NGOs

(+, -) Social Construction of
Gender

1

!

Implementing, Integrating and Posting
Females onboard warships.

Hypothesis: In this research we will take into account that the main objective and mission of
the military (Royal Thai Navy) is “An organization that uses force, or the threat of force, to achieve
political aims.” From this we assume that the Navy’s ability to carry out its mission is the main factor
that the warships must meet in order to perform its role accordingly. However, as the world evolves
and newer security challenges arise, the roles and tasks for the military, in this case the Navy has
significantly broadened and accumulated to address more non-traditional threats rather than just the
original task of defending national interest. If implementing females into warships are just for the sake
of implementing and integrating for equality but ignoring the roles and tasks assigned for the Navy, in
which the warship or the organization is unable to carry out or performs its mission and duties will be
considered an unsuccessful option.

Methodology and Procedures: In this research | will use mixed methodology to conduct the
research and analysis, in which is broken into two main segments of quantitative and qualitative.

For Quantitative research method: the be main sample group for the quantitative part are:
Royal Thai Navy Personnel (Male and Female) This group will provide a perspective reflecting from
within the organization itself. To see whether personnel within the organization are on board with the
idea of integrating females into combat roles or not. To see what are the main contributing factors and
negative factors. Also, reflecting how if differs or aligns with the perspective and opinions from
outside the organization/public. The number of required sample size for the quantitative method will
be in accordance with the “W.C. Cochran’s Formula”. Using the formula of:
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Z=1.645 (Level of Precision: 90% Confidence Level)

_ Z*p(1-p)

72
62

P=0.30 (Estimated proportion of sampling 30%)
e= 0.05 (Desired level of precision)

Therefore, the Sample Size (n) of this research will be of =228

For Qualitative research method, | will be using a semi-structured interview targeting
personnel within the Royal Thai Navy from three main operational fields, which are Human
Resources Management (HR), Operations level and Combative Roles. Samples by interview are;

1. 1 Royal Thai Navy Officer: Personnel Officer (Rank between Lieutenant to Commander
/O3-05) This will provide a perspective from a human resource management point of view regarding
the implementation of women onboard warships.

2. 1 Royal Thai Navy Officer: Operations Officer (Rank between Lieutenant-Commander to
Commander /04-05) This will provide a perspective from a tactical or operations point of view
regarding the implementation of women onboard warships.

3. 1 Royal Thai Navy Officer: Commanding Officer of a Warship (Rank between Lieutenant
to Commander/O3-05) This will provide a perspective from leadership within the warship itself. To
reflect how the ship views the impact of integrating females to their ship in command.

4. 3-5 Foreign Naval Officers of whom have personal exposure to working alongside females
in active service. This will bring in different ideas and perspective of different countries and cultures
on how their stance is on the issue.

For the qualitative method, each question will be interlinked to certain variables asked in the
survey. The responses or answers from each interview will be used as data and information to
triangulate and confirm or reassure the responses from the quantitative method.

Results

Quantitative Analysis: 1%t Research Question

Ho: Diversifying roles and broadening of tasks for the Royal Thai Navy has not created the
need for women to work in combative roles, resulting in no promotion of gender equality.

H.: Diversifying roles and broadening of tasks for the Royal Thai Navy has created the need
for women to work in combative roles, resulting in promotion of gender equality.

Survey Question 8 (Q8): The role and tasks of the modern Navy has evolved to cover
much more complex roles and jobs than before?
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Distribution of TheRoleandTasksofModernNavy by Rank

4.5

351

25

Trainee Non-Commissioned Officer Officer
Rank

Figure 1: Boxplot “Q8” responses factorial with “Rank”

All three groups in terms of “rank” all have a positive acceptance level on the roles and tasks
of the modern-day navy which has changed and evolved through time. The mean value ranges from
3.95-4.4 between the three groups. The boxplot reflects the responses are not as scattered, where the
majority of the answers are in the 4 to 5 level range, whilst the minority answers are still at the neutral
level or 3. For the trainee group the median and mean value are at 4.00, resulting in no scatter in the
boxplot. Out of all 260 responses there are no response that is in the negative region. This shows that
there is a positive trend throughout the organization in terms of acknowledgement that the roles and
tasks of the navy has diversified and broadened.

Distribution of TheRoleandTasksofModernNavy by Age

4.5 n —

3.5r

251

17-20 21-30 31-40 41-50 51-60
Age

Figure 2: Boxplot “Q8” responses factorial with “Age”
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Distinction between each age groups did not have a significant difference. All age groups had
a mean value ranging from 3.9 to 4.2. The only age group that has an indicator that reflects differently
from the others is in the last group, 51-60 years old. The outliers reflected from the boxplot ranges
down to the value of 1, which means that there are a few responses from that group that does not
agree at all with this agenda. In their point of view may seem that the Navy is still traditionally a
strategic weapon for the state. The organization still holds onto its core role of defense and offense for
the nation. However, the overall picture from all age groups still reflects that they have a certain
degree of agreement that the role of the navy has diversified and broadened.

Distribution of TheRoleandTasksofModernNavy by Sex

451

3.5

2.5

Male Female

Figure 3: Boxplot “Q8” responses factorial with “Sex”

The overall response from in terms of the roles and tasks of the modern-day navy has evolved
and changed than the past from both sexes are quite similar. For males they had a mean value of
4.153, whilst females had a mean value of 4.320, with only a slight difference. The scatter boxplot
from both groups is relatively the same ranging from 4 to 5, and the outliers value only goes down to
3 on both groups. From this we can assume that sex can be considered as a not significant factor in
terms of how individuals perceive the proliferation of roles and tasks of the navy that has change
through time. But still the overall population views that the roles have diversified and broadened.

Table 1: Correlation Table of Rank, Age, and Roles& Tasks

Correlation coefficients, using the observations 1 - 260
5% critical value (two-tailed) = 0.1217 for n = 260

Role&Task Rank Age
1.0000 0.2170 0.0784 Role&Task
1.0000 0.5529 Rank
1.0000 Age
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From the correlation table, there is a positive correlation between all three variables of rank,
age, and sex to the dependent variable of roles and tasks of the navy (Q8). The higher the rank the
more they tend to agree and accept this agenda. Also, as they get older, they tend to agree more. Rank
does have a much more positive factor of 0.2170 in correlation to Q8, whilst age only has a 0.0784
correlation which can be viewed as minimal effect.

Survey Question (1): Do you think women are equally capable to take up leadership and
combative roles within the organization?

Survey Question (14): Women have the same capabilities as men in all aspects to fulfill their
role in any given job.

Survey Question (15): Women should be able to have equal opportunity in any area if they
meet the required standard or job description.

For these 3 mentioned sets of survey questions all had a positive response with mean value of
3.81, 3.71, and 4.3 respectively. This shows and reflects that the general opinion is that they view
females as equal and are capable of taking on the roles and jobs same as males. This then falls in line
to show that the organization needs more manpower to tackle on the broadening and diversifying of
tasks for the navy, which also points out that females are considered to be as equal as males in terms
of capability to take up leadership roles and combative roles within the organization given that
females are able to meet the required standard or job description with no excuses. Inevitably, this
logical process can prove that the broadening and diversifying of tasks for the Royal Thai Navy has
created a need for more manpower, no matter male or female, whilst upholding the same standard or
job requirements can open up more opportunities for females to apply for and hence the organization
is simultaneously moving in a direction to conform with the international norms of gender equality as
a result.

Quantitative Analysis: 2"¢ Research Question

Ho: Change in the military culture and ideology cannot instigate the Royal Thai Navy to
conform with the international norms of gender equality.

Hi: Change in the military culture and ideology can instigate the Royal Thai Navy to conform
with the international norms of gender equality.

Survey Question 24 (Q24): Change in military culture and ideology must change prior to
achieving gender equality.

Distribution of ChangeinMilitaryCulture by Rank

Trainee Non-Commissioned Officer Officer

Rank

Figure 5: Boxplot “Q24” responses factorial with “Rank”
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In terms of rank, all rank groups have the same trend in agreeing that change in military
culture must be made in order to induce change. The group that had the highest mean value of 4.51
comes from the “Officer” group set, which can indicate or reflect that at the management level has a
slightly higher degree of acknowledgement in this issue. For * Non-commissioned officer” and
“Trainee” groups had slightly lower mean of 4.17 and 3.92 accordingly.

Overall, all groups acknowledge and agree that change in military culture must happen in
order for change in policy and regulations to occur.

Distribution of ChangeinMilitaryCulture by Age

4.5 +

3.5

25

1.5

17-20 21-30 31-40 41-50 51-60
Age

Figure 6: Boxplot “Q24” responses factorial with “Age”

Acceptance level in term of factoring by age is in a similar trend with the variable of rank. All
age groups are agreeing upon that change in military culture must change in order for future changes
to happen within the organization. The age group with the strongest agreement level was 31-40 years
old. The middle range age groups of 21-30, 31-40, and 41-50, reflected from the boxplot shows there
is little scattered answers meaning that most of the responses are at in the same range scale of 4 to 5.
Whilst for the age group of 17-20 and 51-60 the longer box shows that there are responses or answers
that can be considered outliers or have a much wider range from 3 to 5.
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Distribution of ChangeinMilitaryCulture by Sex

4.5r

3.5

251

151

Male Female

Sex

Figure 7: Boxplot “Q24” responses factorial with “Sex”

Acceptance level factored by sex, indicates that responses from both females and males are on
a similar level of a positive trend of acceptance. Females had a mean of 4.56, whilst males had a mean
of 4.21. Females had a higher value than males, this may be attributed from the fact that they may
have experienced more inequality from the organization’s culture and norms directly or indirectly
from their own personal experiences. Inequality may be much more apparent to females than males
within the organization, hence the slight increase in mean value for females.

Table 2: Correlation Table of Rank, Age, and Military Culture

Correlation coefficients, using the observations 1 - 260
5% critical value (two-tailed) = 0.1217 for n = 260
MilCulture Rank Age
1.0000 0.2495 0.0017 MilCulture
1.0000 0.5529 Rank
1.0000 Age

From the correlation table, there is a positive correlation between the two variables of rank
and age to the dependent variable of change in military culture must happen for the Royal Thai Navy
to conform with international standards (Q24). The higher the rank the more they tend to agree and
accept this agenda. Also, as they get older, they will agree more too. Rank does have a much more
positive factor of 0.2495 in correlation to Q8. Age only has a 0.0017correlation which can be viewed
as a very minimal effect or to a value of null.
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Qualitative Analysis

As for the semi-structured interviews, we resulted in 8 interviews from Naval Officers from
the Royal Thai Navy (3) and from foreign navies such as the Republic of Singapore Navy (3), The
Royal Brunei Navy (1), and The Royal Australian Navy (1).

Change and Proliferation of the Navy’s Role and Missions: In terms of the current or
modern-day Navy’s role and mission, all interviews have a consensus that it has proliferated to tackle
more non-traditional threats than before. Different missions and tasks have recently evolved from just
traditional offense and defense of the nation. Defense of the nation in particular can be spread out into
various aspects such as safety of the people, the nation’s natural resources or whatever that the state
deems it as a national interest agenda. From prevention of conflict to peacekeeping, these were some
of the examples mentioned from the interview. This types of missions are deemed branched into a
specific term which is “Military Operations Other than War (MOOTW)” (Frantzen, 2005). Another
example that depicts the evolution of roles for the Navy is that news and information coverage from
the media that is much more widespread and accessible than before. This has certainly put
organizations such as the navy to be in the spotlight more than ever. The navy must become more
proactive and responsive to different events such as natural disasters showcasing are still functioning
and active even in peacetime ( Capozzi, 2013) . This follows to the point in question of does
proliferation of roles of the navy induce or push integration of females more into combative roles? 6
out of the 8 all agreed that it does have a positive factor since more missions and tasks naturally
means that the organization must recruit more people to conduct and take on those mentioned tasks.
Basically, more manpower to address the incoming tasks.

For the other 2 out of 8 that had differing opinions, mentioned that more roles do not mean
that more recruitment of personnel is needed all the time. For some cases, technology and
optimization of the existing resources should be enough to address the issue at hand. It is more of the
organization’ s responsibility to pinpoint what is exactly needed such as more weapons, more
infrastructure, more vessels for instance, adjustment of regulations to provide more leeway and room
for their personnel to act upon for instance. Certain issues may just need minor adjustments rather
than major change. However, the two did acknowledge that there the role of the navy has proliferated
and broadened much more than before.

Recruiting to Achieve Gender Equality or For Other Purposes? Different organizations
all have different policies in terms of recruitment. An interviewee from the Republic of Singapore
Navy mentioned that their push for accepting more females into their workforce did not have gender
equality as their main central issue. It was something that came after instead. The main issue for
Singapore was that there was a lack of young teenager joining or signing up in the first place. A low
conscription rate was a severe issue, therefore they had to reach out into another pool or group set of
people from their population. For this case was females. Males had the knowledge that they could join
into the military or the navy once they qualify or reach a certain age. However, for the females they
might not be aware of the possibilities that the navy can provide them as a career. The recruitment
team had to showcase and push out many recruitment schemes in order to disperse information to
attract and appeals towards the females enticing them to sign up. This was a case of gender equality
achieved as a bi-product from another issue.

As for the Royal Australian Navy, the overall recruitment schemes did have some degree of
targeting towards attracting females as one of their main priorities in recruitment. The purpose of that
was to promote a gender balance environment in their workplace. The standard regulation for the
Royal Australian Navy is that in any workplace including ships, if there is a female present there must
be more than one or at least 2 females in the same section or branch. This policy purpose is for the
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safe being of the females whom are working in a male dominated environment. The RAN is trying to
increase the ratio of females to males in both sea going vessels and shore establishments. For bases
and shore establishment compared to warships, warships had a significantly lower ratio of females
onboard due to the nature of the work environment.

A consensus from interviewing all three Royal Thai Navy officers is that the organization
itself must change a lot in order to actually start recruiting females in order to achieve an increase in
gender equality within the organization. Most of the academies and training schools are still only for
male. Infrastructure, training method, and living accommaodations are some examples to start from.

Senior Leadership/ Command Posts: In terms of senior leadership positions within the
Navy. Different navies have different standards and requirements for individuals to meet in order to
be applicable to that certain position. For the Royal Australian Navy, there is no segregation at all,
females and males have the same requirements and qualifications to meet. There are no limitations in
terms of regulations or rules that depict or leave out females. The only instance that was mentioned is
that females have a more complex lifestyle circumstances that occur later during their career that
significantly effects their career path or career choice is namely of starting a family and giving birth to
a child, transitioning into a full-time mother. This shifts their priority to their spouses first and their
careers second. Females tend to sacrifice more for their family compared to their male counterparts.
This results in the number of senior leadership or high-ranking females are much less compared to
males within the Royal Australian Navy. There may not be limitation in terms of inequality but just
the sheer number or female candidates to select from compared to the males are significantly less.
Looking from the outside it may still seem that men still take up more senior leadership positions
instead. Inequality may not be as persistent, however different circumstances can create different
routes and path between male and females as stated earlier.

For the Royal Brunei Navy, they key senior leadership positions are open to both males and
females. However, for selection, males have an upper-hand or a better handicap compared to females.
One major factor is due to the religious beliefs of the state, which comes from Islam where males are
still perceived and considered as the leaders in their society and culture. Even if a female is equally
qualified as their male counterpart, nearly all the time a male will be selected for the position. Females
who are still striving for key leadership roles within the Royal Brunei Navy will be put into command
of supportive establishments that are considered a second-tier or grade B positions instead. The
second factor is similar to the previously mentioned in terms of motherhood once the females have
children. Their society also views that females are the primary caretakers of their children and the
males are considered to be the leaders of the family.

As for the Singapore Navy, it is very similar to the Royal Australian Navy. There is total
equality across the board. They consider everyone as individuals from their skills and qualifications
no matter what background they have and no matter what sex they are. The only instance that was
mentioned is that males and females are different from one another is the aspect of national service.
Males are required to join national service for a duration of 2 years once they reach a certain age. This
is a mandatory requirement for all male Singaporean citizens. If they decide to join the navy later, the
2 years during national service is counted towards their time in service. For example, mainly for an
intake of trainees, seniority is counted or considered from the year or class they graduate. Say a male
and female join into officer cadet school and graduate at the same year. The male will already have an
additional 2 years on his record for service, whereas the females does not and will have to start the
count from zero instead. In the early stages of their careers may not seem significant, but in the later
stages during their careers will certainly have an impact once they are compared in terms of seniority
with years in service. Another addition point was that, the 2 years of experience in national service
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provides the males a platform that has them already accustomed to the military lifestyle, they are
already familiar and adjusted which can result in better performance and scores during training and
courses. Whilst the females initially joining has to go through the initial adaptation period from
civilian to military lifestyle. This drastic change can affect their overall performance and scores
during their training period. This can carry on into the overall graduation rankings for that intake.

Lastly for the Royal Thai Navy, there is still a clear set line that depicts or segregates females
into taking command or post of senior leadership. All important positions that are considered first-tier
are only available for males that graduated from the Royal Thai Naval Academy (RTNA). Those roles
then are separated into specific qualifications that within the RTNA graduates have categorized by
their specializations. Other applicants or officers even though they may hold the same rank and
seniority is still not able to apply for those key leadership positions. There are clear specifications that
limit the number of candidates who are applicable to apply for the positions. This also applies to
females within the Royal Thai Navy, they even more limited in terms of positions open for them. Not
only that they are able to apply for just their own field of specialization but key leadership positions
within their own field have other male competitors from other than themselves are able to take up the
role also.

Retainment Management: Retainment for females is one major factor that the organization
must be considered. Not only creating an equal setting of equal opportunity for females into the
workforce, but to also consider the ranges of circumstances that are different for females compare to
males once they join up and served in the force for some period of time. For interviewee number 5,
she highlighted the aspect of retention which is something that must be critically considered. For
females, once they start a family and have children, their primary focus will turn to care-taking their
spouses more than their own careers. This transition or shift in focus is human nature of the female
sex (Pettman, 1992). In terms of maternity leave, the organization must consider or provide viable
options that cater for different groups of people. Different people have different outcomes or effects
from different durations of maternity leave. A research conducted in Europe in regards to maternity
leave by (Profeta, 2020, pp. 39-43), stated that the duration of maternity leave does not guarantee the
same outcome for different people. The research conducted responses and impacts on women
comparing different maternity leave durations, all which differed in outcomes. This means that the
Royal Thai Navy must also find a particular set of leave packages or alternatives for their personnel to
choose from, which in return will provide the best retainment outcome. People with satisfaction in
their own daily lifestyle that work does not create negativity will certainly have positive retainment
numbers especially for women.

Military Culture: A Barrier to Change: A consensus from all the interviews states that
certain aspects of the military culture do limit or prevent change from happening. An example raised
by one of the Royal Thai Navy officers is the ship is usually called a “she.” This tradition dates back
from the early sea-going farers. The reason that they call her she is because that a ship requires a lot of
attention similar to females. The crew must put a lot of effort into maintaining the appearance and the
performance of the ship. Overtime, this though carries on through time, and now the RTN believes
that the ship is a “her” and by inviting other women onboard is disrespecting the ship itself. This can
factor in how people within the organization can have negative opinion in regards to integrating
women to work onboard warships. Another point which was highlighted was the term called
“Standard Operating Procedures (SOPs)” it is a term that is regularly mentioned by the interviewees.
SOPs are a manifest of steps to follow in conducting any sort of tasks or jobs. These are the results
from tried and tested methods, through repetition from their predecessors. After each mission or task,
the military usually conducts an “After Action Review (AAR)” in which the staff comes together to
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discuss what went right, what went wrong, and what could be improved. This leads to the amendment
of the current SOPs. This creates a loop or life cycle of a how-to do certain tasks and missions.
Through time these SOPs can turn into a military tradition that is upheld and followed by. Some
traditions and culture may still be beneficial in a positive way, but some traditions do pose a limitation
to certain agendas. It may seem beneficial for organizations as it optimizes how they operate, to
become more effective and efficient. However, the downfall to sticking too much to the SOPs can be
a restrictive factor in terms of innovation and creativity. This can also result in limiting what can be
adjusted or changed in the future for certain agendas and topics. Integration of females into combative
roles or warships could become much harder to achieve if the organization has taken on a very strict
indoctrinated stance, where everything is by the book. Another negative factor that can occur is that it
creates a military culture that forbids the push for innovation and pioneers, people who want to voice
up fresh ideas and try things out do not have the suitable platform to do so. All in all, if these barriers
are lessened and lowered, instigating change for the organization to conform with international norms
will become easier in a more suitable environment for change.

Discussion

From the quantitative section, we can see a logical pattern from the survey responses that
illustrates an overall picture of how the current setting within the organization views gender equality.
There is a high level of acceptance and acknowledgement already. The majority view females as
equals and do not segregate or prevent female from joining the combative force to work onboard
warships only if the individuals can perform and meet the set standard is well enough to be accepted
to the same degree as any other male. Also, they view that females are equally capable in taking up
leadership roles. There might be certain characteristics that are still attached or comes with females
such as females are still considered or viewed as a weaker group, where they are still grouped with the
elderly and children category or perhaps, they are better suited to conduct supportive roles. There will
still be barriers or labels put towards women in a certain level or degree, but we can see that it is much
lower or not as prominent as before. The interviewees responses also align with this point in which it
reiterated that females must also meet their end of the bargain. They must put themselves in a position
that males or any other groups cannot doubt them of their capability. In order to able considered as
equals in combative roles or leadership positions, females must meet the required standard without
any exception.

Overall, the opinion and viewpoints within the organization reflected from both the surveys
and interviews is that the stigma or barrier limiting females to join combative roles has been
significantly reduced and shed down to a state that change can be possible. Ideologically is there but
the organization must not remain idle. It must press forward to create a more positive acceptance so
that change in this manner can occur sooner.

Military culture and traditions are somewhat imprinted and attached to the organization in all
levels. Some may have influence towards the policies and regulations, some may shape how people
think, act, or decide. However, responses do show that people are still open for change even though
knowingly that military culture and ideology is an obstruction to change. Change can be achieved
through planning and incorporating initiatives that do not seclude any given group. It must take into
account all demographics of different people and ideologies. To provoke change, the organization
must showcase the benefits of what they want to achieve. For this instance, is the integration of
females’ onboard warships for the Royal Thai Navy. An interview backs up this agenda by
emphasizing that females do add additional benefits to the organization in many ways. Integrating
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females create diversity within the working environment. The dynamics of the environment can
change in a positive manner.

To relate back to the international theories of constructivism, norms and ideology must be
socially formed or constructed. Key actors that are in position to influence others surrounding them
can shape and direct what terms of social construct they need for change to happen (Reus-Smit &
Snidal, 2008, pp. 40-41). For this case, senior leadership within the Royal Thai Navy must take on the
role of becoming a central actor, influencing, and pivoting what the people see related to the
integration of females’ onboard warships in particular. Social construct of ideas means that the present
or the current reality is always under construction. This entails the possibility that the perspective or
views towards certain agendas can change at any given time, dependent on how the society
collectively construct the ideas and beliefs around.

The challenge would be that the conflict of identities and interests from different actors.
Actors or organizations will have multiple identities and interests. This can be seen from the surveys
and interviews that not everyone is one the same page. Each specific person has their own circle or
social construct. They have their own perception of what identity they carry, what interests they have
for instance. Different set groups will have different preference, thoughts, and ideas. From this, the
actions and interactions and perceptions of the actors within the organization shape the reality that
they view the agenda.

In terms of feminism, in which recognizes focuses on the inequality and gender related issues
surrounding females such as gender violence and exploitation. Feminism has contributed to expose
and deconstruct socially constructed ideas in terms of gender norms (Tickner & Sjoberg, 2013). For
instance, show casing or demonstrating the construction of normative ideas of what men and women
should do. This circles back to the question we ask, why has the Royal Thai Navy not integrated
females to work onboard warships to conform with international norms and standards. We must
differentiate between sex and gender. For sex can be derived from a biological aspect, whilst gender is
much more from a sociological aspect. The research reflects that the people already recognize the
difference in terms of capability and ability between men and women on a biological scale, but in
terms of a gender the majority reflects that the segregation level between the sociological aspect of
gender is much less, or which can be considered nearly the same. They view personnel as individuals,
no matter what sex or gender you are given that the individual can meet the standards set from the
organization. By viewing the issue of not pushing for integration of females” onboard warship through
a feminist view, it can show that the current social construct still lacks gender equality. The key actors
within the organization can use this key issue to raise a point within and push for change. Pushing for
change without any good reason behind it will certainly not gain traction or gain public acceptance.

By utilizing a feminist standpoint, initially it will be to restore women’s visibility within the
organization first, then empowering and advocating for gender equality as the end goal. One main
factor that must be considered is that the organization must not sacrifice security for just the sake of
integration and pushing for equality. Security has always been a focal argument towards feminism in
how it may affect the overall balance in power ( Heywood, 2015). By forcefully pursuing and
sanctioning changes for gender equality, it may cause drawbacks and backlashes that can affect the
stability of the organization and the state. The Royal Thai Navy must find a middle ground that does
not gain one end and sacrifice the other end.

Conclusion

In summary, from the findings and results from both the qualitative, quantitative, and cross
analysis, we can identify the factors that do play a significant role in terms of creating a possible or
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viable option in integrating females into combative roles onboard warships for the Royal Thai Navy to
conform with international norms of gender equality and feminism.

One key factor to mention are the key actors within the organization such as senior leadership
or command positions. They are the key actors that can induce change within the organization. By
having and adopting a mindset that equality must become an accepted norm within their own
organization, this then can lead to change evidently. Without a pioneer leader to initiate the change,
the rest of the organization will not be able to follow suit. In conjunction to the previously mentioned,
subordinates or personnel within the organization also must have clear perception and acceptance
regarding the integration of females to work onboard warships. They must have or possess the
knowledge and awareness of the differences that females bring to the table or the workforce such as
how it changes the dynamics of the organization. For this case is for the “warship”, and then utilize it
in a way that will benefit the organization in a positive manner.

Another key factor is time. Change in terms of changing people’s ideals and creating an
accepted norm needs time. The organization and their leadership must be patient in implementing this
change. Abrupt or drastic changes may create further questions and conflicts instead. Implementation
must be planned in a slow and steady pace, step by step. The organization must accept that certain
ideas no matter how positive or beneficial they are, there will always be an opposing viewpoint. The
key point is to find a middle ground that can be slowly accepted from the majority, hence will
eventually change, or evolve into a norm within the organization.

Change or the evolution of the security environment of the modern-day world has also played
a crucial role in shaping how organizations depict their policies. The rise of non-traditional threats has
proliferated the roles or the navy. Organizations such as the navy now must steer or gear themselves
to address these new challenges accordingly. This can be done by the adjustment or changing of their
policies and regulations, or even re-adjusting their workforce in terms of manpower to suit the newer
threats instead. As discussed, different states push for integration of females to work onboard
warships from their own needs accordingly. For example, to utilized gender specific roles that females
are better suited to conduct compared to their male counterparts or maybe just that they lack
manpower and personnel instead. All in all, the proliferation of newer security challenges is one major
factor that plays a positive part in the pushing or steering the participation of females more than ever.

The capability gap between males and females has significantly reduced due to the
improvement of technology and other means in assisting tasks to be conducted in which in the past
may have required more brute force than nowadays. This creates a more open environment for
females to be accepted and able to apply for roles more than ever, not limiting the pool of jobs to be
males specific anymore. In particular, onboard warships where technology has significantly changed
how they operate. Modern naval warfare has become more dependent upon technology, the state with
newer and cutting-edge technology will have an advantage compared to their opponents. Strength or
power of the navy is not solely dependent on sheer brute force of manpower any more, but rather a
mixture of many aspects combined.

In terms of academic contributions from this study towards the field of International Relations
are as follows; In organizations that have long standing ideologies and cultures on the outside may
seem difficult or even impossible to impose change. However, if investigated closely, reflected from
the surveys and interviews, people or personnel within the organization already has a level of
understanding, knowledge, and acknowledgement in terms of promoting gender equality to conform
with international norms and standards. This can come from personal learning experience and
exposure, or just the fact that technology and globalization has naturally molded how society views
this agenda.
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For military organizations like the Royal Thai Navy, realism or capability may seem to be the
core ideology or driving factor in terms of developing policies and regulations. For change to happen
in topics or agendas that have certain stigmas and ideology barriers specific to its socio-cultural
environments, we must understand that to justify change or induce change from the beginning, the
ideology must be challenged first. Once the majority has taken in the idea, challenges it, test it, and
finally to accepting it. Through this process, then these agendas can become or viewed at as a norm
within those organizations. Once it has become an accepted norm by the majority, the promulgation or
implementation of policy and regulation change will happen much more naturally with less or no resistance.

Constructivism of forming an accepted norm within a set group of people can be utilized for
every organization that wants to create change. Each organization will have different factors due to
their own environmental settings, but once those factors are identified. It can go through the process
of challenging the idea, through repetitiveness and time it will evidently start to prevail and become
accepted as a norm in the end. This research also reflects a non-western perspective in how it views
the topic of gender equality. Equal opportunity and an equal setting might not be as apparent as much
as western societies. There is still a significant difference and inequality within the socio-cultural
setting, however there is a level of acknowledgement embedded within the mindset of the people to a
certain degree already. The research also reflects that there is willingness to accept change and
acknowledgment that females are capable of conducting the same tasks and roles as males. The
majority also reflects that they view people as individuals more by their individual skills and
capabilities rather than preemptively judging a person from what sex they are.

Policy Recommendations: For the Royal Thai Navy, the organization itself must consider
the following identified factors in its own favor to propel and accelerate the integration of females’
onboard warships.

Time is one key essence that is a positive factor towards integration. It is reflected from the
survey and from the interviews which have the same aligned perspective that once newer generations
start taking up more senior leadership positions in conjunction with filtering out of the older
generations. It will certainly open up to a more open environment that welcomes change. There will
be less reluctancies and barriers. It will become much easier to instill change in both ideology and
culture for the organization.

Another factor that significantly plays a role is “globalization.” With the compression of time,
space and much more free flow of information being passed across from one to another than ever
before. People are able to access such a vast array of information. By utilizing globalization to its own
advantage, the organization can showcase the direction that they are intended on taking of promoting
gender equality and equal opportunity. Gaining the public’s interest and acceptance through public
relation plans and schemes. Once gaining traction of the public’s interests, organizations such as
NGOs that have interest in this particular stance will also start to put pressure on the government or
state even more to pursue and push for this agenda to happen. The gears will revolve much faster with
globalization.

The organization must also instill awareness and promote gender equality within the
organization through its people. By embedding a subconscious ideology that views everyone equally
no matter who or where they are is ideally the setting that the organization strives for. This can be
done be laying out short modules and courses that provide information that the organization deems
necessary in the initial phase of any personnel’s career with routinely refresher courses.

The Royal Thai Navy must shift its stance on this agenda and take a much more proactive
take. They should treat the issue as one of the main policies or goals in order for change to happen. As
shown or reflected from various other foreign navy’s where there are specific targeted campaigns
through publications or recruitment schemes that focused towards the issue.
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Overall, in order to change something that has been well-ingrained into an already long
standing and established organization, the pioneers or key leadership pursuing change must grasp or
take on a true visionary stance. Connect their ideals or the direction that they want to pursue while
simultaneously imagining the possibilities beyond what reality is currently as and must hold firm to
their beliefs with no doubt. What can be considered as impossible before, by truly believing in this
approach can change and shape the direction of the movement. In short, people need to become
visionaries that look ahead into the future with firm belief that change is possible. If there are doubts
from the people who want change in the first place, it will certainly become much more harder to
accomplish (Hooks, 2014, pp. 110-113)
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Abstract

Based on the basic characteristics of Guizhou intangible cultural heritage Miao flying songs,
as well as the current status of digital inheritance and protection of Miao flying songs, this paper
focuses on the issue of digital transmission of Miao flying songs, and conducts a field survey in
Jianhe County, Guizhou Province. It is found that the digital protection and improvement of Guizhou
intangible culture is imminent, and the digital protection means are only video, photos, audio and
other ways. Under the guidance of multiple theories such as ethnomusicology, intangible cultural
heritage, and digital information technology, this paper discusses the four inheritance modes of the
existing “pedigree, genre, school, and government” of Miao Flying Songs, so as to find out the
problems of the current digital protection technology. And according to the current inheritance
dilemma of Guizhou Miao Flying Songs, this paper puts forward several powerful inheritance and
protection strategies for Flying Songs, so that digital technology can provide a powerful reference for
the development of Flying Songs and their protection, and even in the way of communication.

Keywords: Flying Songs of Miao Nationality, Digitization, Inheritance, Protection
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FIFARER — AN, TR L AUEAT BREAIC 3 (IR BE G I [R) 26 A AL B UL A6 A R R A2 AR A
WA NBEAT I EE . B G S B G RIEBI 2 . B i T ARR B TERS
R ENZ N BB, IR “Bl” (S0 AR IR RS B AR SR IR
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Wale —BER CIEIF Vb s, AAF K37 P th AN ol G gt AR e 7 — i 2 S8 B 2R P 1T e AT
EREXSOME. il R G ELE N <R3 KRR, PIAA E H 1.
24 RAFBUF T SIEM
B R IRARE PRI XN 2 BN A T BUREB T T AR, IR 7800 RAEBUM (L
SACBUR ., E AT E B IR, BURIIA B TBUIET, FEFRB RS RSN J7 T 1%
A — R < TBRHT . NRBUFEEE RRAFQER CHAE e B =R TAE R, A7
W e 25 BECRRIKIIIRI 2 T, T8 S TR R T H R T LR, IR
05 R R IR T TAR ABOR ORS00 e 522 . NN RO - (R IR G &2 5
WITANZAEH EHZARME SR ZEARPRETIR, DAEREEZAR PG - e ORI
FEREIMEL, FEHZEARPT, I—FFAIKFE (KRIE, 2021). [FE, BUFFET I EE L G AR
B KA RABALRORRIE, S MNBOR. M€ BB & BN A R 57 %, JfiE
W HBUFER TS 1T AL (87 TOMERIE, W8 Br gt T Rl il se Bl
LA, BT E el A% TR BYL HL NN GARR R, AT
B KA PRI 2%
25 KIEEFREIAAS
B AR T R AR I BOR LA e A SKREAT, B BEAT W R B L IR AF
B ERGEL TR NE AR (RHZE, 2014). —RWHAmE A b —
REFE B TS BBRN G =RINRAN RS BARANARH 47771, Xk
KRB TR R —FIER, HAH TR EARAA, AW UOYER G e fr
LA Dk
2.6 FFXHARIBANMERFIL A B BT R
WRE G, EAETTSURENFEE 2R, W LR, E. K
SEES AR DT B CAE SO OGRS, BRI, TRl ERREE AT R B RIEE
R K AR R, SeBl AR [F R B RCE B S MERIL, ORI IR B A R e it
B BT IR SAEREROR, VR AR SE g RAF 4R A 1 ORIE . THENLECR T A il /&
HADIEAR . =4EAEE IR RBIILSE . 2 EAREORAN TE 4 T AR A AN KT A, 9k
BB S S ORI TF AR B T R SR HOREE R (FE a2, 2012). 734, P LR 517
BRI OFERE S FACNLAE B b AL 2 A, I8 28 7 AU RIRR I 2R AN
PEORAESE, A2 R W ORAF 7 TR At 7 ER LIS
By 2BALSE T30, R S SR R AIE T & . St SRR L
= PRI AL A T S EAE R EE LS R AE, RO TR S H SR BE . 8
WLH S AN AfkE SRS AL, AR AR R TH ek & AN 000 H e ZE 0 R R B 1
JRIMEIR T A RENRMERE S O B

Wi

AR ST DM ARY) I SO P TR AR ACRF AR, DR HAT A I Rl B AL 7K
TRAHIBUIR, FISEER GBI AR I — R, RSN A S ST E 5, JHLIT4S
w:

WK CIRER e AR B 24k

B RAE R BRI — 51, AR HARMI e IR o Oy R RSO T AN AT B K TR
MR SRR St e ST AR S R, TR WO R BT R 4G
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i, B KA VR 1 D7 S VR U VRN BRI AE R, AR R XA RO 1 E 57
FHUS ZZERPAEIERE” (Liu & Bao, 2021). S ARG P 0 (1) R BCOCAUAMBAR 2E T P e 3 7 4
PRSIV, [FIB3E AT DAHES) v et 77 B R R R, A X IR e, DHRIEIFE R
e 5L, SR E A2 32 SOR RIS B i e 1 4 A A AR TR, R [ 4T A
A2 SRR A2 FT R 7 SCHEA (R, 2019).

BFUEARFIBHIHRA

B fE BEARIT AL IE & A2 5wl R B I AR ULIEAPE A, B2 R
TS B B 1) B VL A B T TR R B AT T A TR, . eI Ll (5 S ek, ki
Fo. EHL. BRSO LR ARSI, S R X R R B AL A1
BB EUEAR G WG G, v DRLF IS Wik R R R AR g 2 i, k2
MR TS5 B IR SR, oBE2 KR G —MA 2osE.

BB AW RT HARRLE N FFEABEREN SRR A

B GO R RS AR B B AN UARE T & AR — D7l s A i Lk
RRIIFAR, X FFEP B SO0 7= I PR A R Rt 7 B K BRI AR AR, R R 2 B R %
W, KIGE BRI R AW, T B R BRI 5 N AR5 ST
FA R FALS BB, SEBARSRAC A A B, Ak IR KB & Sk AR R 30 2
AR TFERMFEE ., FEEY, FEER, &40k T —A
Frm s, AHRDUR SR A I SO ARG AL AR T R

B — s IR S R R

R FEAE S ALY T S AR T8 P2 AR AP RN R I RE R 3 T OCEE R, T R EL AR A
BEA B ARY, BUFHE GEBOREEZ AT, U= A G Hh 48 R 1 2 A
Ak, RATEA AR ERSE SCH R, > TS BidfE R BUE R =1L
RS SR o, <BELTE 2 SOV SO IR P2 ek, 8 it AR AR P AR SO R B A 2 .
BUFsain— R <TRIEMF 12 58 - CAGE ™= ORI AfE K, an SR ud ) RN REEAR
e dE AT LR R R &, A4 BURE 2 JE BB IR X405

BEEEEW

W% 5G AN iR A e, RAGERI A RGBT B AR o AT A B A e Bk
AEBEARTBL Brmii CICEIF IR Ak R38N &, P EECE . AR E A,
AR G I, b AR RO RIS S s E A AL SRR, BESETT
AR RS AL B AG AN ST rh AR RO R B % 1 L A B BEE — e AR

e L PE N

Liu, L. Y., & Bao, W. R. (2021). Research on digital protection and inheritance of regional
“Intangible cultural heritage”-- Take the western part of Guanzhong as an example. The
Frontiers of Society, Science and Technology, 3(8), 29-31.

TUH. (2021). AL AL HIECFAEfEFFED 70 [ AR MR A 118 3], TR I & K 2
RIR. (2021). M B FELEECF A (RY 55572 AT G iR 75 [ AR R 2 W18 3. Se K 2E
payiEh

HH, & FHIL. (2021). Koy AL IR sl N ARV 7 1 IR I S A% K. X # e 5 # 2, (16),81-83.
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Xyt fiE, & EK3E. (2013). BWT ARLE 7T s iy« & — R R =R i i L B i 2 55
AR IR E . k& 4, (6), 31-32.

Aok, (2012). HFAE T AEZ 0 FHIAERIE AL =085 10 RS 7T (R Rz il 118
3] FE IR EARZER, B

RHZE. (2014). T AR FEARFIIER I X3 =30 FAETF 78 R R 1 18 3] UK.

FLER. (2016). H: T Hr AR 0 18 R & 5K AR T SO = OR3P Sad S AR 7K 9. VL PRI BRI
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LERL N FRIEEAT A KRBT L — AR 2R RS R oA A 22 B
THE IMPACT OF PSYCHOLOGICAL CONTRACT ON KNOWLEDGE-
SHARING BEHAVIOR—TAKING THE HARMONIOUS TENDENCY OF
KNOWLEDGE SHARING OBJECT AS THE MEDIATING VARIABLE

ZRY, B2
Lin Li**, Ao Chen?

127 I TE DR A8 T2 e o IR 7 A
12Chinese Graduate School, Panyapiwat Institute of Management, Thailand
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WE

H AT, ERRE B R RIE AT R AR TR L AL R S E AR R AR
Lt SRR 5 kg 1 ANRIL SR B HAESEHL. SEXT IR, P g B KRR BLAT 7R I8
B, ADBERRZHEIRALA, A ANERIS, PRI RRIL SRR b R OB R L) 5 RR L =
TR ALENLEL . ETHLNMEZET R R KRB 5RO, DRIt ER
PRRE R I Oy AR, RO BB L RS AT O R R R AR Y, JF AT SRR TT . BT
FEERER, Lo LERLZIE M RRIL AT, KRR BB Z) IE [ R AR AT
N, RABLOILRRA E RGN AR AT, RS S R AR AIE e A BORAE T . A
TR IR ZAT T RO HESE, R BESEUEWT AU — R IS e

SRR 0 PR RS A AR B AR AT Oy ATERLEE

Abstract

At present, knowledge sharing behavior in knowledge management is a new focus of both
academic and business circles. The success of knowledge acquisition and learning determines whether
knowledge sharing is really realized. Based on the psychological contract theory and the harmonious
theory, this paper discusses the internal mechanism between the harmonious tendency of the object of
knowledge sharing and psychological contract and knowledge sharing behavior. Based on the relational,
developmental and transactional psychological contracts at the individual level of the organization, the
process model of the influence of psychological contracts on knowledge sharing behavior is constructed
with the harmonious tendency of knowledge sharing object as the mediating variable, and the empirical
research is carried out. The results show that transactional psychological contract positively affects
knowledge sharing behavior, developmental psychological contract positively affects knowledge
sharing behavior, relational psychological contract positively affects knowledge sharing behavior, and
the harmonious tendency of knowledge sharing object plays a mediating role. The results of this study
provide a theoretical framework for the study of knowledge sharing behavior, and have some practical
significance for the empirical study of knowledge management

Keywords: Individual Employees, Harmony Tendency, Psychological Contract, Knowledge Sharing
Behavior, Internal Mechanism
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H 21t 20 b [ SEAT SO T TOBUR AR, FREITEE T X AN AU & T DR s s, A4
SR SEAT T AHSCECR R i, FHOETF e T ORI AR E R . BEE YN, BRRIE R4
T Rt 7 o E A5 R bl K (), 2006), T A R LS S S AR RO R
57 50 SR BN K R RS B R R I IS B, XA AR 2 L BE A [ R ML Sl 2L
AIRE TR, XA L THEREOREZ B A R 8 & (Maris &  Robert,
2007). NP RHR IR A BOT R AR AL S igm AR & K H iR e R g, X
RATHF S RBHS NGV RS CCURRAZERIIZEE) oA b E el 24 mi 3 4
FINZE, XWhrEE MR CEHENERETFRAR (K75, 2021).

TAER, Bl KEPE AN TR RE S H AR MM, S AT M2 oK oy HAE B %
Y, IXARAE T A E AR A AU AR N AR BB B . FEIX — BB AR AL S AR e, Al
N T SEBUEREAE,  RIRARAE T R R A A 0 SR B R B RN 4 A T A SR 7 R O BRI
TR (ETHE & 5KE, 2016). ARILZAE AR B AL OIRTT, RERE A B 2L 4T B
W, BCE. EANIEEA A, JFHIFER. QEEH AR, H B LU S R 1) s g A s
BUAEGFRARE (FHEE et al., 2019). FRILZAT AR BRI N 22 0 10— FPA7 0, XFF22 200k
Vi “HEC FIARE, ATLL kiRt = Sebr bR E T VAEEFE (Senge, 1990). A4, fEUL
REFEH, XA A AR BNCE T S, AUE R D IR, EE R < RS . MY
gk, FERRIEERA AR, EEBANR . AME. AL RS R AR AL AT
NPEAERGI (E T & 1REAFE, 2007; #-b:iRet al., 2010). [Ftk, Jy T ARIFEN IR LS ) ATl SE
fiti, T ARATREACE TR AT AR, R T B LSRR ICE R AT 1) (Dixon,
2002; #7E 'Retal., 2018) . CFEEFZ) BARRMERFEAEE PPN RE S, AR TR TR
[ U ST 5 SR, A SE S, Rl 2 rE 42 DU &[RRI 3220 0 51 AR
(R R, ORISR LA S SC R A8 5 NI SC R I A FE R AT SR VR HL TR
WA, XA O H AR T B, R S ) BT O BB L R T A i
BMXARMRRN L — (FVER & TKITHE, 2013). MAERMICR T, T OB BLA 0 H R4
WA ERAT AR EZEN IS HEER . Ak, RAXESHRANFET AR L, RARER
TAERR TAECEZEAMERT, MR E ARG ZES, R 0 TR R AR
WL BAT B RSk, W70 4L 4 AN [ 28 (0 B 3 240 7 AN ART VS 65T ) (04 FH R 22 N M
JZHFRIL AT AR .. N T AR R MEIGERE, ACGEF g RAER, TSR
Ay, MEREFISZUE A B2 23 P R s 2 2 AR {0 ) 7 523 0 BEB2L) 5AMA RN IR SL AT A )
2 115 Je FoAE ML — 2 52

Bt H K

FOARE B LRIV O — R AES . Hodr, 5 R RIRIE AT N MR KR
M5B EAT B, 0k, HETAT N2 E M AN AR ST ENZ R 2
HEPLHATOI I, AEEALURE . BRI AR DO R AT O e, X
BREPAERPIL LR S AR EERF B R QS e, moxt A Ak
JZ T [0 BB L) R RIRIL AT N (8 A7 R F A BT o 7 )L s H e R, s an
WL AT RS R — P SR RS, RIVH L MR JZ T ARSI B EIA
SR, B AN JZ T R R R W7 BRI 2 2 AR AU SRR TR RS AT 0 . i At
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OIS AR FUSCR, AW TR LAMR R A, 18 AL S A BB IR A HIMT 52 1
MBS RRIE AT MR . RIS, 3 PRI TR R I S R AR 1 £E AR
T 0o B B2 5 RS AT N Z A P A 28 . B AE N BILA 1O A AR R E AT R BT FUR PR
W, AR S E e, TSI AR .

SCERERIE

XA S SCHRIBIE FU R AT A, OB NE S B TR R T e 58 HE
ZIPIRFR, RAAETRMEERIT M —RFR PR E. < EMTE” (Norm of Re-
ciprocity) 2 JEMOC R S OE LM AL AR, (NS ITREMKE R P IER
OEREZ, BEEOERAME P R, R EEA 1R A RO 2L R AR T R XU
Z RN RAEEAE B Yy, Bl TS — DR =4 T “Rousseau =Yk Al ity L2
IR PIRZEIR. 7E “Rousseau=yR” H, COoEREZZ) I LT S A ML 1 i XU #6742 21| e 1
ARSI R BT TR FI L BRI KSR < XUHERE . DUJT R BAMARKT 1 B4R R
WA AT, BBEe L, AN OB R A R AR RN, RO, X
58— 20 B A O R AR A & [RITE ST AT TR I R O EE B2 . 78 O 1O B AL
o, RIS ESE (2011) AT Tsui et al. (1992) MR T-4H4U55% (Employee-Organization
Relationship, EOR) A1 IR JE IR JEHOC R, AR X OEE A g, X —
M ARAF B 2 HEH TR . AT T OB SR G T [ CLRE S 4S 21 N A5 IR B R S
B A DTHR, O3 T SRR IR (2 JE 245 T AT T AR i DA AR T H X JE R RINE L. Wt
U, MHRE R T2 AR RN R, OBERAME 5B T 57 T 0 s 1
i, XTHZUEALEE R R LA S R ) S, RIS ARSI R TAEH 2 = N S pE A o 55
EKULE, OEBASEAFAR, FEEZ COBRAE NS, REZNERANHS
RIS SR By T A B DL RO A BTk AT N

ZER, EWNMEEAWIRAG T T OBRAMLERE, B T gk, =455
UM R ARIBEEANTKE S (2011) 7EWT TR OC R SO 03 T RS2 mat, 2558 1 s SO Al
AN IR MAZE S, WERAF AR B BRSSO B A YRR, N T A T TR
(FAFNISTY , Heoh, [ i 2 22 B E 24 R0 OB AT IRANIR BT, AR OB S 1)
RGN R T, ZEFEMEER (2002) 4T T OEERA KN B EMMES K ELRE. #I1E et
al. (2004) MOy B2LMES AR G $e . BRRALARL . 70 RF0 55 2 M BT IR AR ), [RIA
X BRI AU 5 N ARSI R (A SR AT s R R . R/ (2012) b [ SCAk
BN, BTl A A T AZ O ML R0R 5 TR E . B4y 3. R IRRC HE SRk
ITIRNEINT, S4B ER AR OHRA4ER .. IR ROy IR OB R4,
TR E N R H T O FERRY), N SR SR AL T BB SR

o E L B SRR R SO, HRTR . AEAE SRR AL e B e (B
P, 2013). FATNTEROWMI M EERE, B 52 SO E AR 32 8 H N2 T ) SCAR
], FHERMAMART FYE RS, AN DU AR EARE S, HARBER. AIRLIE
e “ANE X —E& AT EE G Ui S U, RS B EENME, R
B A fiit ) T 1650 22 BRI RDRS 0 T 5 R BRR R 200 R IRk, G 52HE ML
N 23 50T, R B B S B OSCARRE A o s SRR T L RIS REAE . 18
RAVE, BN JHET (B, 1985; WXL, 2013; FTTHL, 2010). Hrb, FHERRRA
F P2 AP EIL S A FEER . MALE A TRIEANS A Z BRI RR, MRRANSA
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Z IR DA ENIFIIR AR, IXFERRRIERI M — R FFHEME D, &R AP R

g, FATHO N . BEEAE SRR RE, A (Harmony) HORES 45 A 00 77 4 L2t
FoH, R RE BT T FUA Y, MR BUE B BRI, BRI AT Do
AL P A AR DL DR — 2, AN BR P9 Lu et al. (2010) ¥ 2, AT AN E
KT AR H K, 2 WBEANER, BAEE BRI HbR, H T RAEANEE
N R CRBGR TR @A DUARIRR DA HAR. L, fENBRRRBTTH, AR

AEBIA TR R NP R AT, NS ANZE SRR TMEMAL . B4 EE. TS EREIR
&

FRE AR O AR PR IR B 7 3G, RN BRSO AU 2T 2R R O
PTEE e AL R A G N  EEHAE, FNRRE B i G, &2 E AR
I, HEFOS TR R E L, B NIEMARBERG —. AR, FRLEEE SN
DO S s — AR O —Fiail; R U= R —FpaE 5] = R Anif e =q)
=G WWRIAFIRILER —MHig s (SWE, 2019). JATATLANEL B AE
AR SN — B AR . A 228 E S S5 TG T BT 70 23 X SR L AT i FE A
FA R, BEIRFENINAR BRI, 8 AW ERAT o0, BRI Z M
SVETIAEWE T M IR TTERAT N T T (R & TIEHK, 2019). SRMM0, HRILEAT VR = AR
AL R O LR F B BB FE, AR m AR s L . 4 R
I, 75 B AR CE R X L RN EAT IR SRR (Ardichvili, 2006; itG48, 2020), 4
SRR AR 5 AR BRI HE R 58 X — i RER,  FIRSE A A R B R USRI, AR
AT RAABAFUATE G Rk, FEAIFSE RS WA o, AR AEEA T B, 0%
PRI ER RN 7 2] I BT R R S 2 (1 R SE A B G E B AR A o A SCAEXS O A SCRREAT B 2
IR, B ANAMEE T RRILEAT A T REF, (B NFRIEZR AR R R E X —
BARBI AR RO T . DR, RS EAT A AN AR R 2 R Ty . 4, DT
(I 5 AR SO SR E R RN, B R iR 2 28] .

IVIWsRES

A TR A OGBS SE AR RS, M FHIRR, R Of BERIIT I ESE, B
TGRS HT, SR person AHICr M J7 20 A8 & J AR & 22 [ AR G M- T 20 #r s W20 56
RO . SR 2 02 IR BNA 43 i 7 v B A8 B 5 IR AR 5 i v A4 EEA T 3R IE

WFAB

LIRS e L L0 A R SN O AIBEAT I 708, RSl i T F
JEERNERAE TR KNS, e S ba et BAEEW 3R SIHE, Bk e
HRA W EARNEY o AW FUE IS SCRRREE R IO B AL 2 AR < i shi> , AuPaie
T B

H1: GCoER R0 AR L S AR R ) 5 2 35 ) 1 Rl 52

Hla: %25 B0 HE 32 240500 AR L S 2 AR i ) £\ 35 (1) DE TRl 52 )

Hlb: G 72U B B2 24 o R e S 2 (AR AU ) A 30 25 1) I ) 5

Hlc: i 0B 32 240500 iR S 2 AR ) A 3 35 (1Y) 1 [ 52

AV S AE U B ] 20 N SO AN JZ T, 22 02 T 45 218 BEAE B AR A&
SR I S TR B O BEAR T, 0002 T R 22 R AN 2 A ) Bk e RERAL, AR,
PO B PR AR SO S PRI AR DG 1) U, A1 (Harmony) X —ME& R Th 51 = E AT e
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Mo TERFFERIAUE T, BB R AR R BT BT 2 LRI, BRI AN
B, AR PR A RO Bk, “fnE fEhEah AAEZENER
S EASEARAR B SR A, i T RS, @K ERIC R BRI A
(2009) TEWFFTH RN 2 T2 [ 1) N Br ok RAIE REde s A 23N TAERCR, Y AFRELBNRE A EIR L
AT R EA FISEATRT, 3 T AR ZH 2 N D i AR AR VA R AR 2 A A e i = . EERRE
DU (2010) AA G T 2[RI RIS A AL REFE N B Ot dR, BRI T7E TAE LEUS sEar i ks,
BEILERR. F, TR, fEha MRk

H2: FniR L= A i) 5 AR S R AR AR S AT N B I IR s

HPEAT AW AT AR AR FE T UCRK T AR T, X 3R NAT A=A
RN OEERL) RS SR N — RSO E I R, W 0 AR AT
Az, RANRILZAT NMEEARZ) ), XHLN AR ST AL EAT N A AR . 7R
WILEAT AN ISR, AMRiEE A 3243000 H SRR R . S EREE,  AME
AT DIARTE TR R . IR SR Dl B iR Bl AN 2. Stenmark  (2001)  Fl1Siemsen I Aleda
(2008) #FN I NATTESR LI NSIHLIAE R N A 40U OB R LS &SP TR T4
HEERE RN XS, KRB R TAMES PR TR SRE, FRILeSEa
B R 2 TRAT AL 7 01 T 3220 (1 % T00 N 25 B 53 T A S S8 0 sy i s . Bk &
J&. TAEA SRR ER, A TMSBERTHIRILET S, HilerfEaske, iRt
AT ARG, BRI T DL B, fRt A N R

H3: OPERL) 5 AR L R AR AR L S AT A B3 (1 I R 52

H3a: 52 5 B0 BB L0 FIAR L S AR SR AL 54T A 2 3 1 IR R 52

H3b: ¢ R AL BRI EN R S 2 A AR SE AT A 2 25 1 AE [ B2 o

H3c: K EALOH LN FR S R AR RNR L AT A B2 1 IE M 2.

e ESE PR A KR, b AT S N B B R 5 TR P [ A 2 = SO OB
WM, FIEENZ NG H SIS 2 —, BB ARTHOREZ 1) 00F . FHFTR (1989) #2
H FEES” SR HIMRE TIX— M, HAERT RO HAdMz MilG 255
Y, R EIRS, EAERGMA . FRULERERSTOCRNRE TS, EEEHT
IR VAN FAEA AT RS A IAXEEE (2007) WU RIMAAZRS 0 TAE A 1 R 4T
LA R, ORERFEEE DI O LT R R . BIAPRRESE (2011) AN G
TAEH RN FAT IR E A AR R 7 3L, A Re = AR ARAHT, X — RIT 2T H
NBs BN R T2 554

i b, AR SR DI RL . AREGIA . RIRILEAT N =F 2 Ak R R — B
W, WO ER L A B T AR S R AR R, I8 I R 0 R AT
AR . DRI T CL B AT, $RH R R

H4:  FOUH ) 75003 3224 5 AR St 2 A R L =247 e A O/ E

Hda: FIE IR 7522 5 0 3 3240 5 iR e 52 2 A iR e 2247 ke i A RS E

Hab: FIEAG A 76 ¢ R AL O B 2) 5 MRS 2R AR L AT N A A

Hac: I ) 75 4 20 3 32240 5 iR e 52 2 A R e 2247 ke i A RS E

TENE

AR TSGR Likert) S BRIMATH E, 1R RIEFAFER, SRRIEFHFE. MELI
RN NINABAS,  FE44 e 2230 B SOR BT ] R IR —— AT LA, 4k 2 ) i B4
P R E SR T SRR HATIT 0, WKL,

)=

2
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21 HE RS K Likert L A &R

FHEARR HBAFE — K BRI FHFR
1 2 3 4 5

N T PRAUEAZ B 1) & P RO, ASHIT TN Y 25 2 [ A A B AR STHR
TEWERAZRER . OHEBA =AU FRICE RN AR EAT 8. AT AR
WA ILR2.

R2: FHLERGENL s R

TR %5 BE%H FEEHREH  KMOME SERR
THHMOERL 5 0.891 .
IWSLiEE2) RAEMOEHL 8 0041 0955 o903 MEE(012)

KRBT IL 6 0.944

T ERAIE T (2010) FiE

japaas 1 13 _ . _
H) AR ) 6 0.892 0.892 PG
24T FE CHI4HT (2012) &1iR L
HIRIESAT N - 8 0951 ogog LM ERURIR (2012) K
FATNER

RIE: AR

MK 2T DA, OB R e R A 80 0.955, HE KT 0.9, BHIEEZMME
FEARLT . YEFEAZ 5 RO BERLL) 1 v Fie T R 0N 0.891, HUE KT 0.7, BB R RGBS
RABOHERLAN KR ROHERLA R R E 30y 0.941, 0.944, F{HIAT 09, W
WX AR HOME FESAR S o XA 2 Rl i R, Hod UM RECy 0.892, %
HAT 0.7, WHIERMGEBY . ML VERICEEM A 80y 0951, H{E KT 0.9
» WHNZERIEEMRE, U ERR MO ERMEA RIFHEE.

1. ke Hr

&3 ik E B

TR e w/ME wAE PIGE PREE
OHRY 104 1 5 3.407 0.751
R B 104 1 5 3.142 0.838
RAFOLH Y 104 1 5 3.442 0.850
R IR FR 3L 104 1 5 3.582 0.905
FNR L S AR A ) 104 1 5 3.845 0.840
R EAT N 104 1.13 5 3.867 0.698

RIF: AR

DHRL . FHRIOERRL) RARTOHAYL) RIERLOHIZ), HRILE R AR
WA . ER IR AT NI 2 N 3.407. 3.142. 3.442. 3.582. 3.845. 3.867, KT I
FREMES, VIO E X RAIEIX AR F RIS RS .
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2. FRIIHT

R4 MR

TE 1 2 3 4 5 6
1. O EERY 1
2. XS RLL R 0.842%** 1
3 KRR IIAY 0.900%*** 0.655%*** 1
4. R BRI RY 0.852%** 0.622%** 0.608*** 1
5. JHR L 2 BRI 14 10 ) 0.536*** 0.457*** 0.521%*** 0.403*** 1
6. FIRILRAT R 0.590*** 0.461*** 0.518%*** 0.548*** 0.612%** 1

KR ABFFLT

MERATTUE H, OEERL, 5O, RARLERY, REMOHERAE
R S R AR RS T v O AH 5% R B K /43 3080.536. 0.457. 0.521. 0.403. DR, 255
RLHEERL), SRR, RERLOIERZ) 5 5R L 54T A A 58 R 0K /N5 51 080.590
. 0.461. 0.518. 0.548, &AL R ARFE M ) 5 F1R L AT N IAH & RO/ R0.612.
3. WA RN AR B

K. FHRIL R AT ) 45O BE R 5 FR AL AT o0 R ) A BN 0

Bh AL A2 A3
SHRIEEAT R SRS R ARV ) HRILEAT A

(F &) 2.053*** 1.931%%* 1.413**
P51 -0.148 -0.265 -0.060
R EL 0.016 -0.009 0.019
BEEE 0.113 0.042 0.099
TEAR AL AR ()4 R 0.043 0.126 0.001
ERTAON -0.103 -0.109 -0.067
DHERY 0.562%** 0.642%** 0.349**
TR I S22 AR 1 ) 0.332%**
R2 0.372 0.329 0.479
F 9.578%** 7.943%%* 12.601%**

FE: oex, e 2 5IA#P<0.001. P<0.01. P<0.05
YR : AT B

MERSSUESS RKF S FIRIE 2 R b R £ o B R 240 5 FI R AT N 2 T R %
RN, RBIHARFRISCRE . 0Bl AR RRIE 2 2 AN B ) 2 L 2R e itk iy T B
ZYRVRIRIE AT N [ 2R AR
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6: FRIL B ARAE R £ 22 &) R0 BB 2 5 RRIL AT 2k A 1/ RONLAG 6

- Ryl BERI2 BERI3
FHRFEEAT A SRS AR ) FIRIEZAT N
(=) 2.785%** 2.711%** 1.670%**
el -0.160 -0.321 -0.029
R EL 0.036 0.001 0.036
BEEE 0.112 0.027 0.101
TEAS B TAE B 4F R 0.039 0.127 -0.013
ERTNIN -0.144 -0.167 -0.075
TG RO 0.408*** 0.528*** 0.191*
RS S AR AE ) 0.411%**
R2 0.245 0.262 0.426
F 5.255%** 5.738%** 10.165%**

e wex, e xhIR#P<0.001, P<0.01. P<0.05
RIEF: AHTTT B

MARBSULET RKF, BRBI2UEN] 122 5 RO B R L FRIL AT 08 it e
PRANUE ) 2 B B IR R, AORISTERCR IR BN rth A AR, SR BRSO
BAPR FIRIL AT R B A R AR MBS 2. ik, WA T AR L S R AR A ) £ 5E
Sy RLOIRZ) SRR AT A Z BRI A ER], ASHTFUR A R HAafS 2B .

R7: FRFL R ARSI 720 R AL O BRI 5 JIRSE AT 50 R b g A RS R

Bh AL A2 A3
SHRIEEAT R SRS R ARV ) HRILEAT A

(H &) 2.243%%* 2.027%** 1.461**
PESI -0.039 -0.161 0.023
SRR B 0.037 0.004 0.036
BEEE 0.139 0.064 0.115
FEA AL TARILERR 0.033 0.118 -0.013
ERLAN -0.079 -0.084 -0.047
KAL) 0.412%** 0.526*** 0.209**
FHHR L S AR A ) 0.386%**
R2 0.287 0.303 0.437
F 6.511%** 7.036%** 10.647

FE: xR 2RI P<0.001. P<0.01. P<0.05
R A

MERTIHEGE R KE, BALM2UER 78RO FZ 0 FRILEAT . ARdh =R
ARG ) 250 EL AT S 25 1E ) ], R FRSEAR R (Al BN AR &, G5 R E IR R0
L FR L AT N A R BB ARASIMEA 25 . e, WA T AR R AR R [ e O
RALLE R 5 RS ZAT N Z MR AER, A7 H AR & HAb TS 250 F .
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28: FRIL B ARAE A 7 A2 5 e A0 BB 2 5 RIRIL AT D 2R A B 1 R/ RN AL 6

- Ryl BERI2 BERI3
FHRFEEAT A SRS AR ) FIRIEZAT N
(=) 2.120%** 2.255%** 1.269**
el -0.056 -0.117 -0.012
RS 0.061 0.058 0.04
BEEE 0.152 0.097 0.115
TEAS B TAE B 4F R 0.023 0.098 -0.013
ERTNIN -0.068 -0.067 -0.042
RIBT LI 3AY 0.414%** 0.375%** 0.273%**
RS S AR AE ) 0.377%**
R2 0.326 0.197 0.492
F 7.830%** 3.975%* 13.269%**

e wex, e xhIR#P<0.001, P<0.01. P<0.05
RIEF: AHTTT B

MAEBIULET RKF, BRMIM2UEN] 1R R OB R L iR 24T 08 it
PRANUE ) 2 B B I R, ARRISTERR ISR BN th A AR, SR BoR R AL O
BAP FIRIL AT R B A R AR MEDS 2. ik, WA T AR L S R AR A ) 7R K
RO B 5 RFILEAT N Z R AR, AR T8 R B HACTS 256 IE -

TIWIREE S

AH B R TR A A 772, T A A 2 B ATLE S 20 2 A R 53 TRk AT R 2 1) 45 1
B, —ILRINAAEL104, [IWCH R 104407, [N 2% 8100%. FE1040 FEACH, Stk A
AN, (HH~48.1%. L AEASAN, (HHN51.9%, B e At TR B
ME, 26-30% NEERERE, HIKE18-25% . 31-40%,  41% KU b ANB#D . #0445
P 8LN, HEON 77.9%. it UL E 23N, (N 22.1%. FEAS B TAE R AR 44 & DA
b 12E NEEX R . P HETYON, & H 2000 - 50004H X #:%,  HUk &R H 5000 - 8000
. B H 8000LA . iz SPSSEMXS AMT FL 1) =M% O AR AT 400 Hob, HARERO
B2y, RAERNFARIEEAT N, AR AR R AR RS R, AR3SHTEE R UE
FIGEAZ OB AL B AR ZE . PIME. KA MR/MESE G, KR, maRn
W, AR RO BRI R EENT 1, WIEBIEBONET, BN, AW
HE, NESREIERIF 2R TRIE. WK 4TREY, OHERY., THRLERL, KA
RLOEIRAZ) RO BRI ) 5 AR 3 AR W ) A OC R A B3 9 IE, H1. Hia.
H1lb. Hlc 5 EI3IE, KRS BRI S5 RN L AT A MO R B E N IE, H2 15305
WE. OHERY . ZHRLOHRY, CRRLE A, KAL) 52T NS R
By EE NIE, H3. H3a. H3b . H3cHFAE. A ERBEAT LLULAE 5 RLL B3] Rk
OV ER L0 SR S R AR R A B B IE [R5, SZREEZIRIFE (2013) A1 MREEE FIFRAS
Mg (2020) FOREFCARAT, U BHAED 2 0 TAEVE ORGS0 R 2 S BRI A, A BT
R TAEA SRR 7, RS R TZEM R, NdrshH R E. il
B ¢ 2 B0 B B2 240 56) S R R S AR ) A AR IE Tl s, IX S ZRSPRIEE A (2008) SR
e et al. (2010) FIBTFEARST, ViBH A TAEHLA TAEP ARSI SR, &2 M,
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SRR A TR, KI8T RGN RMIY), MR m AR S0, AR R AR
HEAT AR BeAh, BRI H kR e AL B 324056 AR G 2 B AR A0 ) A5 AR AR A [ 52,
X5 PR RN (2012) BIWFSCAEAT, UEPA A CHIRFEA SRR A E 2 kRN, TERK
WEPRRIER AR, DURE S ACEAHES . Bk, FEHS, BT TS A B
TAERESLME N A AR, RIARRI HRME . AR 5-%8 Fn, fEALTESHAL R
KEF, ARG, FREZ R RFNE G R AR AT N R KA B3, FI,
% HA. Hda. H4b. Hac MG RIIGIE, 1500 FIR I B AR m 7 OB 3L SR =R
PRFNRILZAT AR B AN, d#E— RSt T ANEEAE S LN ER RIS A 5 R4
{3 - Al [7S -

Wig

ETUAMCEIBTI T, AR BB A B A EAR 25 A A A
s B IR G MR OB 32 2 AL 2 A AN AR SR I AT A AR R ATE TR ) R R R, BRER LA
RS R AR ANE M A A R AL . AR S S S SEIE I RS A RS I AR, £
TER.

DFRFLN FITRIL AT R =N IR g v

150 T HHSA R R, OHERAANETERMEFRY), MR
ok HAEEIRATFIINE, X FHSMT NRE A BEE . TEOEmRS, 207y
22 VRIE T SE R A T O B B2 240 X6 R 24T N R SE A BIF 9 K 22 DA R 23 s v i R 3244 S IE RS
T, RAE PN PR EREATSSER A A R . Rk, ASCEE R E N IA SR
T SEUERIE A 2 TAEZHZA N B AR L S R R A5 0, 28 5 BL O BR324 D1 T R B2 DL B i N 2
fitt, SREEALGURM R T RIIH . S5 A% XA TARRI SR8, DA 2 L I i 0 3 4
FRAIRICR . HAAPRE R FBR T IRUER TR — &5 R sh, RO L TAMR T R 22
FE Y, DX 5 T A, AR = BT VAL, RESE L (R0 B it A Sl 4 i gk A 7 A B
B, RHEAL G RO BRI L TN A GUSATEE; RRBLOHRZ A T HE M UAMAK IR TAES
e TAERBR I TAERA AL, R EER R 0 TAMA R TAEM SR TAE RIS 2 K e,
U VRN R AR, oG TARMES, AW, IaRAEAIE, 4R SN
TR R Z IR R, $em it TRE, DIsw s i T TAERG S & TAER M R
IR 53 T 2 Re s N AR 4 R AT R R AL 2, RGBT 0 TAE B 1R, 3304
ZUHET (BR/VEE, 2012). KRG, HEVERAASRIK RN MEE M, KIEFE A, %4
R EER, WEREER . BRI AR IRIFERA S A v, b 5 & T T 2 5 45 2 4
A RIS 2 T A N R BRI, Al 3B R I T 5 TAEAS NI R i Bl 48 281 1 ¥ A
s IFHEEMREAE, AR TANR BRGNS &l i T fEE DIEE S HAh i T4 5
PILZATR, NH RGO P KA iE &1

RITR LR AR R M e B M E T LS e

A eI E ., RS A S AN, B B B, FeAR Y2 1)
P EBLG A RVER, 1 JCe & TSN & MR 2 8], #RRFD MG — i
DAK [RIBE S BRI SR R DRI, ZHEU R R B R — AR I B, Bhg5 18— 0
[ 5 79 [ (1989) AT fe U A E B fNES, D E 7 EERAE DT (2010) Frigd i
AU BRIAREIA G T2 (= AR AR AT A B R R . U 4T IE A B SO B2 —
T, LA R GRYRFEA T, HSUESIETE NG, 5B SR BRI R 1% A

1161

o



The 8" PIM International Conference 202
March 3, 202

PERE R AR T S NI O B R ANRAT N, AT EEGF M SELAL A F b X 75 2258 B 1 B
TR S E N A S, TEENMAOME IR L MR 5 — 7, ARIEAE 2 HRRE
KT R R LA RIS AR Z IR A RR . BB B T AN BT 3 A it 2 HRRE
, FEE PR WAE, AHRAESEE, ReitatuEd, RIHai, FE A
AL H SN EENR, (REHZVERH AR S MAMEIER HAr—2, A T 52 A AR
WILEAT A A ERRss, DASEEILAZLS 03 MR R A

BEEEN

R T, L5, KRR, KR =FOAFEZRE RO E R 5 MR ZA T AHA B
W IERZI . 7R RN I SR ARFIE A ) R 9 HR A N3G H R I, O BRI AR AT N
() [ ) 2R 3 B ARAR MBS 2, SRR e S A AR B AT ) o iR S AT K Bl A R 2, Ui
BB, BIRZ G, KRB, ¢ R AVER S I8 KR H S B AR R v (1) i AR 2 R T
FURILEAT N XA T LS RAE — @ R ESCRPRIEE T EE ORI E ool (2010)  FHRR—
(2018) T i T WL o, B LA R 1) () N B 0 AR 1 03 T AT — P AR IS B, 7EXUTT 2 T8I
LI BNR IR E B FPRAS, RBLH NSRRI SCRe 5 EAE, ol i L2 () A B B
, AEEXUG B EAHANR, PUABIRER H K, 6 R rHAH LU .
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