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Abstract 
 
 

This study examines the impact of socio-structural variables (i.e. perceived 

permeability, status stability and legitimacy) on various foci of identifications nested in 

the ANU, as well as, its impact on the extent and nature of identity management 

strategies the female academics will employ in light of the gender gap in academia. 

Results supported the interactive influence of the socio-structural variables on identity 

management strategies. In particular, perceived legitimacy was found to be influential in 

the support for network initiatives, providing evidence that its effects are not purely 

evaluative. In addition, conflicting identities of as female academics and workgroup 

identity influenced the extent and nature of support of network collaboratively. 

However, socio-structural variables were unable to moderate the relationship between 

the identifications and support for network initiatives. 
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Impact of Social Structure and Foci of Identification on Identity Management Strategies 

in Light of Gender Disparity in Academia 

 
 

The relationship between organisational identification and organisational 

behaviours and outcomes, and the impact that this relationship has on an individual‟s 

well-being and an organisation‟s effectiveness, has been explored extensively in a 

variety of research domains (Cornelissen, Haslam & Balmer, 2007; Mathieu & Zajac, 

1990; Riketta, 2002; Riketta & Van Dick, 2005, Van Knippenberg & Van Schie, 2000). 

Fairly recently, a social identity approach to organisational identification has been 

developed (Ashforth & Mael, 1989; Ellemers, 2001; Hogg & Terry 2000), based on two 

well-established social psychological theories - Social Identity Theory (SIT, Tajfel, 

1978; Tajfel & Turner, 1979) and Self-Categorization Theory (SCT, Turner, Hogg, 

Oakes, Reicher, & Wetherell, 1987). One of the benefits of this approach is that it 

applies the findings of an extensive empirical literature regarding cognitive and 

motivational processes to the study of organisational identification (see Ashforth & 

Mael, 1989; Ellemers, 2001; Hogg & Terry 2000, Van Knippenberg & Van Schie, 

2000).  Despite the increasing number of studies using this approach, the predictive 

power of organisational identification on organisational behaviour has been shown to be 

relatively low (Riketta & Van Dick, 2005; Van Knippenberg & Van Schie, 2000). In 

addition, the large majority of these studies used correlational techniques, making it 

difficult to establish causal relationships between identification and subsequent 

organisational intent and organisational behaviour. 

The current study aims to further research in this area by applying an experimental 

design within a real organisational setting of the Australian National University (ANU). 

It will explore how different levels of abstraction of an individual‟s social identity within 
 
an organisation (i.e. different foci of organisational identification), and the perceptions 
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of the social structure within an organisation interact to determine an individuals‟ 

organisational behaviour. Inspired by the social identity approach, this study aims to 

explore these issues from an interactionist angle, by focusing on how an individual‟s 

personal and social identities emerge from, and shape the social structure within an 

organisation. Part of the reason that organisational identification has shown limited 

predictive value in previous research, is due to the fact that this fluid, context-dependent 

aspect of identity-management strategies within an organisation has been 

underestimated, and not taken fully into account (for an exception, see Bizumic, 

Reynolds, Turner, Bromhead, & Subasic, 2009). 

This study will focus on the position of female Early Career Researchers, or 

fECRs, within the ANU. The group of fECRs was chosen in part because academia 

provides an ideal environment for the investigation of the effects of intergroup 

differences between male and female academics, as it has been traditionally 

characterised by “hegemonic masculinity” (Kronsell, 2002; Thornton, 1989), which is 

apparent in the gross underrepresentation of female academics in senior positions all 

over the world (Bagilhole, 2002; Bain & Cummings, 2000). At the same time, most of 

the work on identity-management strategies and networking (see Hersby, Ryan & Jetten, 
 

2008) has taken place within private organisations. The hybrid nature of academia, being 

neither completely private nor public, provides a novel testing ground for the predictions 

of social identity theory.  This study will examine how the underrepresentation of female 

academics at the ANU affects the perception these fECRs have of the social structure 

within the university, and how this in turn determines their reaction to network 

initiatives aimed at advancing their position.  As a measure of organisational attitudes 

and behavioural intent, this study will examine both the extent and nature of fECRs‟ 

support of a mentoring scheme targeted for them that was recently implemented at the 

ANU. Based on the following literature review, this study expects to find a highly 
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dynamic interaction between organisational attitudes and behaviours on the one hand, 

and differential identification at specific hierarchical levels of identities on the other. 

 
A Brief Overview of Social Identity Theory and Self-Categorisation Theory 

 
 

Social Identity Theory, or SIT, was initially developed as a theory for 

stereotyping and prejudicial behaviours (Tajfel & Turner, 1979). However, since then, 

Social Identity Theory, together with Self-Categorization Theory (SCT, see below), has 

been applied to study how individuals perceive themselves and others both as 

individuals and as members of social groups, differentiated not only by social categories, 

including gender, age, nationality, ethnicity, but also attitudes and opinions (Bliuc, 

McGarty, Reynolds & Muntele, 2007). 

According to the Social Identity Theory, individuals try to make sense of a 

complex social environment by organising it in terms of social groups and categories. 

Social groups provide an identity for their members, allowing them to interpret social 

contexts in a meaningful way (Tajfel, 1978).  Social Identity Theory differentiates 

between two types of identity: social identity and personal identity.  Social identity 

(Tajfel, 1978) is both defined in cognitive terms (i.e. knowledge that an individual 

belongs to particular social group) and affective terms (i.e. the emotional significance a 

group member attributes to group membership). Personal identity, on the other hand, 

defines the self in terms of unique characteristics and inter-individual differences 

(Simon, Pantaleo, & Mummendey, 1995; Onorato & Turner, 2004). 

Self-Categorization Theory. Turner et al. (1987) put forward the Self- 

Categorisation Theory in order to account for how an individual identifies and 

internalises group membership as an integral part of their self-concept. Self- 

categorisation occurs when an individual‟s cognitive representation of the self is seen as 

similar to a member of a particular ingroup, and different from members of outgroups. 
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In this respect, all category members share a certain level of prototypicality, but at the 

same time, the extent of prototypicality varies among the ingroup members due to intra- 

class differences. The extent of prototypicality influences the extent to which an 

individual depersonalizes: this refers to the process of self-categorisation in which the 

individual is perceived as categorically interchangeable with other ingroup members. 

The more one is perceived to be prototypical of a particular social group, the more the 

individual perceives his or her psychological motivations and perspectives to be 

interchangeable with those who share the same social identity (Haslam, Powell & 

Turner, 2000). Depersonalization results in an increase in social attraction to other 

ingroup members (Haslam, 2001), and steers an individual‟s behaviour towards the 

attainment of group goals. The influence that social identity has on an individual‟s 

behaviour can be qualitatively different from that predicted by one‟s personal identity. 

There are various social identities that one can subscribe to. These social identities 

can be classified hierarchically in terms of levels of abstraction (Haslam, 2001). The 

higher the level of abstraction, the more inclusive the category is, implying that there are 

more members in that group. At the most abstract level, identity as a human being 

functions as a superordinate category that subsumes all other possible human social 

identities.  Identity as a member of an organisation is more specific and thus subordinate 

to that of the human identity. Different levels of abstraction are thus the result of 

different comparative contexts, such that the relevant outgroup for social comparison 

will change accordingly. For example, when the identity as a human being is salient, 

relevant outgroups will be non-humans (i.e. animals), when the identity as a member of 

an organisation is salient, an appropriate relevant outgroup would be a competing 

organisation. The inclusiveness of the identification also affects how well-defined group 

values and attributes are. The more inclusive social identification is, the larger the social 

group or category, and the more abstract and ambiguous the values and attributes that 
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define it. 

 
Since one can belong to a multitude of social categories and groups, which specific 

identity is salient at any one time is dependent on characteristics of the social context 

and the perceiver. Individuals vary in terms of their readiness to identify with a 

particular social group. When one identifies strongly with a social group, self- 

categorization in terms of that group becomes more likely, and so does the 

internalization of that particular group identity as an integral part of the self-concept 

(Haslam, 2001).  This aspect is referred to as perceiver readiness. 

Characteristics of the social context are referred to as fit, which reflects the degree 

to which a particular categorization matches subjectively relevant features of the social 

context (Haslam, 2001). Comparative fit occurs when intergroup differences are larger 

than intragroup differences (the so-called meta-contrast of inter-versus intraclass 

differences). For instance, when a female academic is at a seminar as part of the 

mentoring scheme, the intergroup difference between male and female academics will 

appear larger and more prominent as compared to intragroup differences among all the 

female academics in the mentoring scheme, regardless of their different research 

disciplines. Normative fit, instead, refers to the extent to which a particular 

categorisation in terms of ingroup and outgroup, is in line with the expectations of a 

perceiver. For instance, at the same seminar, female academics are more likely to behave 

in congruence with their identity as a female academic and discuss issues pertaining to 

the role of gender at work. However, at a research conference, they might behave more 

in line with their workgroup or organisational identity, and project a professional image 

and discuss issues related to their work and research. In sum, the specific identity that 

emerges depends on the comparative context of a particular social context, and will play 

an important role in the identity-management strategies (whether they are collectivistic 

or individualistic) that an individual chooses to apply. 



Impact of Social Structure 11 
 
 

Negative Social Identity and Identity Management Strategies. According to the 
 

Social Identity Theory, people continuously strive for a positive social identity in order 
 

to boost or maintain self-esteem and seek self-validation (Ellemers, 1993). Such positive 

distinctiveness is achieved through the identification with an ingroup and making social 

comparisons with relevant outgroups (Tajfel, 1978). 

A negative social identity emerges when evaluations, as a result of social 

comparison, indicate that the ingroup the individual belongs to is inferior to, or has a 

lower social status compared to that of relevant outgroups. Based on the premise that 

individuals strive for a positive social identity, those in the disadvantaged group with a 

lower status compared to the advantaged group will seek to improve their relative status 

via a variety of identity management strategies (Blanz, Mummendey, Mielke & Klink, 

1998; Ellemers, 1993; Ellemers, Van Rijswijk, 1997; Ellemers, Wilke & Van 

Knippenberg, 1993; Mummendey, Kessler, Klink & Mielke, 1999). Tajfel and Turner 

(1979) suggested that these strategies could be individualistic, collectivistic or creative 

in nature. An example of individualistic strategy is individual mobility, which is linked 

to social mobility and social change beliefs, while examples of collectivistic strategies 

include social competition and realistic competition (Turner, 1975). 

 
Organisational Identification 

 
 

Organisational identification refers to an individual‟s inclination to define himself 

as a member of a particular organisation (Haslam, 2001) specifically; it is the cognitive 

and perceptual awareness that the self constitutes a part of the organisation, along with 

the emotional significance of this identity (Ellemers, De Gilder & Haslam, 2004; 

Haslam, Postmes & Ellemers, 2004). It is a particular form of social identification that 

an individual subscribes to, pertaining to the membership of the organisation that they 

belong to, resulting in the “perception of oneness with or belongingness to” the 
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organisation (Ashforth & Mael, 1989, p.34). 

 
Different conceptualisations and operationalisations of social identity have 

resulted in apparently inconsistent findings in terms of the relationship between social 

identity and particular behavioural outcomes (Jackson & Smith, 1999). Depending on 

the study at hand, organisational identity has been found to be established on as little as 

one (Brown, Condor, Mathews, Wade & Williams, 1986) to as many as four dimensions 

of identification (Luhtanen & Crocker, 1992). Thus, the consensus now appears to be 

that organisational identification, like other forms of social identification, is a 

multidimensional construct, with both evaluative and affective aspects (Ashforth, 

Harrison and Corley, 2008, Edwards & Peccei 2007). It is apparent that an individual‟s 

working experience is not a purely cognitive one, especially when an organisation 

consists of complex networks of social relations (Van Rooy, 2009).  Individuals attach 

emotional value to the various social groups within an organisation that they belong to, 

and this affective component interacts with and defines the cognitive component of the 

identification. 

This is in line with Tajfel‟s (1978, p. 63) original conceptualisation of social identity, 

which emphasised both the cognitive and affective aspects of identification.  Several 

studies have managed to identify some of cognitive and affective antecedents of 

organisational identity, and in the process managed to distinguish organisational 

identification from the closely related, but broader construct of organisational 

commitment (Meyer, Becker, Van Dick, 2006; Riketta, 2005). 

Significance and Limitations of Organisational Identification. Organisational 

identification has been shown to correlate with many organisational attitudes, behaviours 

and outcomes including job satisfaction, team climate (Riketta, 2002; Van Dick, 

Wagner, Stellmacher & Christ 2004) and willingness to cooperate (Tyler & Blader, 
 
2001). Despite its statistical significance, the strength of these correlations has been 

disappointingly low. A number of researchers have suggested (see for instance Riketta & 
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Van Dick, 2005) that this might be due to the interaction between several, perhaps 

competing social identities an individual might subscribe to within an organisation. 

Other levels of abstraction of social identification, or foci of identifications (see Riketta 

& Van Dick, 2005) anchored within an organisation might be more salient than 

organisational identity itself, thus affecting its ability to account for variation in 

organisational behaviours. Such alternative identities can include identification of the 

workgroup and various social identities associated with social categories such as gender 

and ethnicity. 

Foci of Identification. An organisation is made up of complex networks of 

different subgroups differentiated by power, status and prestige (Hogg & Terry, 2000). 

Different groups can form within the organisation as a function of formal hierarchical 

structure, such as departments, divisions and workgroups, as well as informal groups 

like interests groups or socio-demographic categories. Organisational identification has 

been found to have multiple foci, or potential levels of identification (Ashforth & Mael, 

1989; Reichers, 1985; 1986). According to the Social Identity Theory, individuals are 

more likely to identify with smaller groups as compared to the more inclusive and 

abstract identities, as smaller groups are more exclusive, and ingroup members are likely 

to have more in common in terms of job scope within the organisation. A number of 

studies have provided support for this within an organisational context, showing that 

workgroup identification is more strongly related to organisational outcomes like job 

satisfaction, turnover intentions, and job involvement than organisational identification 

(Ashforth & Mael, 1989; Riketta & Van Dick, 2005; Van Dick, 2004; Van Knippenberg 

& Van Schie, 2000). Within the organisational context of the ANU, a female academic 

can categorise herself as an individual, as a member of her immediate workgroup, as a 

female academic at the ANU, or just simply as a faculty member at the ANU. These 

levels of abstractions anchored within the organisation are increasingly inclusive, such 
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that membership as a faculty member is the superordinate of the membership to her 

immediate workgroup. The present study will explore the role of such alternative social 

identities, and how they interact to shape both the behaviour and perception of an 

individual within on organisation. 

Perception of Social Structure.  Social Identity Theory posits that social structure 
 
is an important determinant of group (hence, organisational) behaviour (Tajfel & Turner, 

 
1979). According to Ellemers (1993), social structures can be characterised by three 

main socio-structural variables: Perception of permeability of group boundaries, status 

stability and legitimacy. Perceptions of these variables directly influence the strategies 

that group members chose to improve their position, i.e. either social mobility or social 

change. 

The perception of permeability of group boundaries is linked to individualistic 

mobility (Ellemers, Van Knippenberg, De Vries, & Wilke, 1988). When group 

boundaries are perceived to be permeable, individuals belonging to the group with lower 

status are aware that the possibility exists for them to improve their personal statuses by 

leaving the group of lower status, for the group with higher status. Therefore, they are 

motivated to pursue this status enhancement by their own means, possibly by improving 

their personal productivity and efficiency. However, if boundaries are viewed as 

impermeable, such that individual mobility between the groups is impossible, 

individualistic efforts will be futile, hence those in the low-status group will be inclined 

to pursue status enhancement for the group as a whole, through collective action. 

Applied to the current context, if fECRs perceive the social structure at the ANU 

as permeable, they are likely to strive for status enhancement using individualistic 

strategies. Such individualistic strategies could possibly include sacrificing family time 

and working harder to do more research and produce more publications, and even 

assimilating to the male-dominated prototype in academia. Alternatively, they might 
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also participate in networking, to build their own network to facilitate their personal 

upward movement. It is important to point out that networking, for instance by 

participating in a mentoring scheme, can both serve an individualistic and collectivistic 

strategy: when the social structure defining group boundaries is deemed impermeable, 

fECRs might join a mentoring scheme to improve the status of female academics as a 

whole, because they believe that regardless of their personal efforts, they are not going 

to gain upward mobility easily. 

Collective action in attempt to improve the group status as a whole, also known as 

social competition, is associated with the presence of cognitive alternatives (Boen & 

Vanbeselaere, 2002). When group boundaries are impermeable, and cognitive 

alternatives for the intergroup stratification is acknowledged, individuals in the low 

status group will resort to social competition for status enhancement. Cognitive 

alternatives are dependent on the perceived stability and legitimacy of the stratification 

(Boen & Vanbeselaere, 2002), which is also termed the security of the status relations 

between the groups (Hersby et al., 2008). 

The second socio-structural variable, perception of stability of status structures, is 

related to collective action, or more precisely social change aimed at improving group 

status as a whole. When status is deemed unstable, indicating that the organisational 

atmosphere is receptive to change and improvement, a low-status group will be 

encouraged to challenge the status quo, seeking higher status for the group. For instance, 

signals from senior management that indicate a concern about the relative 

underrepresentation of female academics in higher positions (by actively working on 

policies and implementations to remove barriers), could be interpreted by fECRs as a 

positive sign of change. However, if differences in the intergroup status are perceived to 

be stable, fECRs might be less motivated to take issue with the high-status group, 

because they expect to face resistance or indifference. 
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Tajfel and Turner (1979) argue that collective strategies will only be undertaken 

when impermeable group boundaries make individual mobility not viable, a notion that 

has been supported by studies (see for instance Taylor & McKirnan, 1984). However, a 

number of studies within an organisational context have illustrated the importance of the 

perceived stability of status structures.  Ellemers (1993) found that the awareness of 

instability of the group status was enough to direct the attention of ingroup members to 

the possibility of achieving upward group mobility, independent of the permeability of 

group boundaries. Her study showed that instability of intergroup status affected group 

satisfaction and ingroup identification, independent of the permeability of the group 

boundaries. A recent study by Hersby et al. (2008) provides further support for this, by 

showing that when there is a general atmosphere conducive for improvement, the 

participants in her study expressed their support for collective action regardless of 

current barriers. 

The third and last socio-structural variable is the perception of legitimacy of the 

intergroup differences in status. The awareness of the presence of illegitimacy implies 

that individuals are aware of an alternative to the present status quo (Reicher & Haslam, 

2006). Tajfel argues that legitimacy acts as a lever for social action and change in 

intergroup behaviour, and that it interacts with the perception of stability. Similarly, 

Ellemers (1993) conceptualised the perception of legitimacy as a possible catalyst for 

attempts at collective identity enhancement. Hersby and her colleagues (2008), however, 

found that perceived legitimacy did not impact on support for female network initiatives 

and collective benefit over and above the effects of perceived status stability and group 

boundary permeability. 

However, the perception of legitimacy appears to be a less influential predictor for 

the type of identity management strategies that the low status group is likely to employ 

for status enhancement despite contributing to the overall evaluation of the intergroup 
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dynamics as concluded by Ellemers, Wilke and Van Knippenberg (1993). The choice of 

identity management strategy was instead postulated to be a function of feasibility. If 

group boundaries are permeable, individualistic means will be used for upward mobility, 

while collective action will be taken if group relations are unstable and change for the 

better is expected. Thus feelings of injustices and moral outrage (i.e. perceived 

illegitimacy) merely serve evaluative purposes to the group dynamics and are not as 

powerful in influencing social intergroup behaviour (Bettencourt, Dorr, Charlton & 

Hume, 2001; Boen & Vanbeselaere, 2002). 

In sum, the above theorisation emphasises the interactive nature of the socio- 

structural variables on identity management strategies. However, this view is countered 

by empirical research that the impact of the three socio-structural variables may instead 

be additive in nature (Mummendey, et al., 1999; Boen & Vanbeselaere, 2002). 

Furthermore, past research suggests that perceived legitimacy has less predictive validity 

in accounting for identity management strategies employed by the disadvantaged group. 

 
The Gender Gap in Academia and the Difficulties It Present 

 
 

Research on gender inequality has proliferated, especially in the work setting, as 

statistics show that despite efforts for equal opportunities, disparities continue to exist 

between working males and females (Equal Opportunities Commission, 2006, 2007; 

Chubb, Melis, Potter, & Storry, 2008). This inequality also extends into academia 

(Bagilhole, 2002) in the form of underrepresentation of females holding higher positions 

(Bain & Cummings, 2000, Ellemers, van den Heuvel, de Gilder, Maass, & Bonvini, 

2004; Kjeldal, Rindfleish & Sheridan, 2005). Although a healthy 47% of lecturers in UK 

universities are made up of women, at higher positions, the percentages dropped to 34% 

for senior lecturers and researchers, and to a mere 17% for professors (Universities UK, 

2007).  This underrepresentation is also apparent in Australia, where only 3.5% of 
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academic women are in positions above senior lecturer (Department of Education, 

Science and Training, 2002; Kjeldal et al., 2005). All of these statistics show 

unequivocally that the attrition rate is much higher for female academic researchers, 

strongly suggesting a need for a revision of retention and promotion policies for this 

group. 

Although academia is primarily concerned with the creation and accumulation of 

knowledge, it is also increasingly operating like a competitive marketplace (Gioia & 

Thomas, 1996; Tierney, 2001) where research funding is driven by research 

productivity, such as peer-review publications, research, conferences and patents and 

universities have to compete for student enrolment. Quality and quantity of research are 

the main criteria for appointment to positions as well as for the advancement in 

academia, hence the expression „publish or perish‟. This is despite the other teaching and 

administrative responsibilities that academics have to take on in the university. These 

multiple responsibilities, coupled with the existing gender stereotypes that still expect 

women to take up a greater part of familial responsibilities, prove to be a serious hurdle 

for the advancement of women in academia (Bain & Cummings, 2000; Mason & 

Goulden, 2004; Santos & Cabral-Cardoso, 2008). Even though explicit structural 

barriers within universities and academia have been removed, a number of studies 

strongly suggest that the high attrition rates and underrepresentation of females in 

academia results from embedded male patterns of behaviour and work-family conflicts 

(Kjeldal et al., 2005). Despite the difficulties faced by female academics, the quality of 

their research is as good as those from their male counterparts (Whittington & Smith- 

Doerr, 2005), and is even cited more (Long, 1992). So from a productivity point of view, 

losing a significant number of skilled female doctorates due to chilly work climate is 

more than just a pity for academia. It also involves lost time, effort and money that were 

invested in the training of what are often highly talented people. 
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“Lucky Jim”, or the Prototypical Academic.  Prototypicality refers to the extent 

that a member of a category or social group is representative of that particular group. In 

academia in general, and at the ANU, the qualities that describe the prototypical member 

of academia and the ANU is being male, or having male-like attributes or working 

patterns, largely due to the historic underrepresentation of females. So at least aspects of 

the resulting organisational prototype are likely not to be congruent with that of a female 

academic‟s self-concept.  Research has shown that ingroup members compare their 

ingroup with an outgroup on the basis of an inclusive superordinate category, which is 

represented through a prototype (Mummendey & Wenzel, 1999). Thus, when female 

academics evaluate their relative status with male academics, the prototypicality of the 

superordinate group (i.e. as a faculty member of the ANU) is necessarily taken into 

account. If male academics are evaluated as more prototypical of the superordinate 

group, females academics will be viewed as more “deviant”, which has been shown to 

result in a negative social identity (Weber, Mummendey & Waldzus, 2002). This is 

typically further exacerbated by organisational uncertainty, which increases normative 

tendencies within organisations, resulting in a higher drive towards homogeneity and 

consensual prototypicality.  Group members that deviate from this prototype often end 

up in marginalised minorities (Hogg and Terry, 2000). Given the current position of 

female academics, one would expect to find their shared social identities having strong 

negative aspects. Surprisingly, this has not been addressed by any previous research, and 

is an important aspect of this current study. 

Interventions at the ANU for the fECRs. A number of Australian universities, 

including the Australian National University, University of Queensland and University 

of Sydney have put forward initiatives to provide assistance to fECRs in the form of a 

mentoring scheme, following research from Flinders University (Gardiner, 1999) 

indicating its efficacy. Longitudinal studies reviewing the efficacy of the mentoring 
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scheme revealed that mentees had increased number of publications, and research 

funding as compared to the control (Gardiner, 2005; Gardiner, Tiggemann, Kearns, & 

Marshall, 2007). However, the efficacy of the scheme is contingent on the voluntary 

participation of the academics themselves. Therefore, there is a need to establish under 

what circumstances fECRs identify with the aims of the mentoring scheme, and hence 

participate. 

 
The Present Study 

 
 

This study further explores gender disparity in academia and more particularly the 

impact of the perception of three critical socio-structural variables (perceived 

permeability, stability and legitimacy) on the extent to which the fECRs are willing to 

commit themselves to female network initiatives. Unlike previous studies (Hersby et al., 

2008), this study attempts to manipulate the perception of these variables by providing 

different information about the ANU organisational climate.  As such, this study not 

only aims to replicate findings from previous studies on the relative importance and 

interactions of the perceived permeability, stability and legitimacy, but also determine 

causal relationships. The perception of the social structure is manipulated by using 

vignettes that depict different climates at the ANU along the lines of the three socio- 

structural variables. In one condition, the favourable condition, the social structure at the 

ANU is depicted as permeable such that individual mobility is possible, and unstable 

such that „change is in the air‟. In the unfavourable condition, the social structure is 

portrayed as much less permeable, stable and legitimate. This manipulation is expected 

to affect a number of dependent variables in particular ways. 
 

Support for network. As shown in previous studies (Hersby et al., 2008), support 

for female network initiatives and mentoring schemes can be conceptualised both as an 

individualistic or collectivistic identity management strategy.  Hence, it is not expected 
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for the climate manipulation to directly affect the extent of support for network 

initiatives and the mentoring scheme, as some fECRs are expected to view the network 

as a vehicle to enhance the collective status of female academics relative to male 

academics, while other fECRs will perceive it as a platform for personal advancement 

within the ANU. 

However, the nature of the support for the network should be affected by this 

climate manipulation. When the organisational climate is depicted as unfavourable (i.e. 

advancement through individual means is difficult), Social Identity Theory predicts that 

fECRs will express stronger belief that network initiatives should target collective 

benefit (Hypothesis 1). Social Identity Theory essentially argues that  when the social 

structure in the ANU is portrayed as impermeable and stable, members belonging to the 

lower status group (i.e. the fECRs) will employ collectivistic identity management 

strategies (i.e. collective action) to improve the position of female researchers as a 

whole. 

Perceived status stability and permeability of intergroup boundaries are expected 

to interactively influence the fECRs‟ support for network and collective benefit 

(Hypothesis 2a). Moreover, due to the de facto „hegemonic masculinity‟ in academia 

(Bain & Cummings, 2000) and the ANU, the social structure will be perceived as stable 

and impermeable. Coupled with the fact that the appointment of an academic or research 

is contingent upon the completion of a doctoral degree (suggesting a meritocratic 

system), the evident different in intergroup statuses should be perceived as illegitimate. 

Therefore, contrary to previous studies (Ellemers, 1993; Hersby et al., 2008), perceived 

legitimacy is expected to influence the support for network for and collective benefits 

over and above that of stability and permeability (Hypothesis 2b). 

Identification. As mentioned above, it is possible to distinguish between a number 

of distinct social identities within the organisational context of the ANU. The 
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superordinate identity is the identity of being a faculty member of the ANU (which is 

also the organisational identity), and subordinate identities of being a member of their 

immediate workgroup and being a fECR. These abstractions of the social identities are 

in line with the self-categorical hierarchy of a person in an organisational context 

(Haslam, 2001) and the different foci of organisational identifications as postulated by 

Riketta and Van Dick (2005). In addition, this study will also explore fECRs‟ 

identification as an academic, which can be conceived of as a personal identity anchored 

within the organisation, as it represents a personal career choice. Given the diversity of 

academic careers and work, the qualities and attitudes of this identity are expected to be 

less well defined as the other three identities (Van Dick, 2004). According to the social 

identity literature, the climate manipulation is expected to have a greater influence on 

social identities whose membership is more defined, and less abstract. Furthermore, in 

line with the predictions from the Social Identity Theory, and past research on the foci of 

identifications, subordinate identities of workgroup identity and fECR identity are 

hypothesised to have stronger correlation and predictive power than the superordinate 

organisational identity (ANU identity) and the abstract identity of an academic on the 

support for network initiatives and collective benefit (Hypothesis 3). 

Values and attributes of the workgroup identity are expected to be narrowly- 

defined by male working patterns because its prototypicality is extrapolated from that of 

the superordinate identity as a faculty member of the ANU. Consequently, the values 

and attributes that describe the workgroup are in conflict with that of the fECR identity 

as suggested by the lack of fit. The more the fECRs identify with their workgroup 

identity, the more they are likely to downplay the importance of gender in the 

abstraction of their social identity within the working environment. They self-categorise 

themselves as similar to the prototypical (male-like) ingroup member, and depersonalise 

themselves to a greater extent as prototypical members of the predominantly masculine 
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identities as a faculty member of the ANU and a member of their immediate workgroup. 

Thus, the correlation between the workgroup and fECR identity is expected to be lower 

than all other bivariate correlations of the identities (Hypothesis 4a) and the workgroup 

identity and fECR identity are expected to influence network support and collective 

benefit in opposite directions (Hypothesis 4b). 

Apart from the effects that the perceived social structure have on the extent and 

nature of network initiatives, it is also expected to affect the identification of the fECRs. 

The socio-structural variables are expected to have a greater influence on subordinate 

identities because they are more defined (Hypothesis 5). And in turn, the perception of 

the social structure is expected to moderate the relationship between identification as a 

fECR and support for collective benefit, as well as the relationship between workgroup 

identity and the support for collective benefit (Hypothesis 6). 

 
Method 

 

 
 

Participants 
 
 

Participants recruited are fECRs currently working at the ANU. An 

unidentifiable mailing list consisting of 425 female researchers was obtained from the 

Human Resource Division at the ANU. This was to ensure that the responses remained 

anonymous and protect the confidentiality of the fECRs. The email addresses were 

randomly assigned into the 2 conditions. An email briefly describing the study was sent 

to every female researcher. It contained information about the goals of the study, and the 

instructions to follow should the fECRs decide to volunteer. Each email was attached 

with either the vignette from the favourable condition or the unfavourable condition. At 

the end of the vignette was the URL link for the online survey on the APOLLO system 

where they responded to questions pertaining to the social structure within the ANU, the 

extent of identification of various social identities anchored within the organisation, the 
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extent of their support for network initiatives and collective benefit, and demography. At 

the end of the survey, an URL link was provided for the participants to download a 

debriefing sheet that contains more information about the study, as well as a summary of 

the current gender disparity in academia and the implementations in place in attempt to 

alleviate the problem. 

The 425 female researchers ranged from academic levels A to E, with Level A 

being the entry-level for early career researchers, while a classification of Level E is 

typically representative of distinguished researcher in his or her respective field. Due to 

the anonymous nature of the mailing list, it was impossible to filter which female 

researchers were in their early career stage. Therefore it was specified in the email for 

non-fECRs to ignore the email. In addition, data regarding their academic level was 

collected to ensure that the respondents were indeed from Levels A to C. 

101 participants (favourable condition N = 53; unfavourable condition N = 48) 

completed the voluntary survey, representing a response rate of 23.8% of all female 

researchers, which is acceptable, especially when the survey took approximately 30 

minutes to complete, and the sample population of 425 contained researchers from the 

academic levels of D and E as well. 

 
Manipulation 

 
 

Vignettes were created using data made available from the Diversity and 

Inclusion Unit, containing statistics of the gender breakdown of researchers in the ANU 

in the various colleges at specific academic levels. The vignettes were specifically 

manipulated to differ on the permeability, stability and legitimacy of the social structure 

within the ANU in relation to the gender divide in academia. 

Both vignettes start off with an identical preamble illustrating the global 

underrepresentation of female academics, and are supported by data showing the gender 
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divide at the various positions in the ANU, and this is juxtaposed with similar data from 

other universities. In the favourable condition, data from the ANU was put along side 

data from the University of Tokyo, which showed an even greater gender disparity in 

their representation of female researchers indicating that fECRs at the ANU are better 

off than their counterparts at the University of Tokyo. While in the unfavourable 

condition, data from University of California, Berkeley (UCB) was used to show that 

gender disparity is inevitable, and the group boundaries are indeed impermeable even in 

the USA where gender equality is more prominent (Sharma, 1997). These universities 

were used as comparisons to put the social structure at the ANU in global perspective 

because both of the universities are research-based, and are highly ranked 

internationally. 

For the second part of the vignette, the favourable vignette shows the mentoring 

scheme that was developed by Flinders University and the benefits it brings its mentees 

as demonstrated in a longitudinal study. In addition, it informs the fECRs about how this 

mentoring scheme has been adopted by a number of top universities in Australia, 

including the ANU. The favourable vignette also shows the percentages of successful 

promotions between the males and female academics since the implementation of the 

mentoring scheme in favour of the fECRs. Success of the mentoring scheme is supposed 

to increase the perception of permeability and instability in the fECRs, and at the same 

time reinforce that the intergroup status differential is illegitimate. 

The unfavourable vignette, on the other hand, shows reasons for the 

underrepresentation of female researchers all over the world, citing difficulties balancing 

work and family, especially in comparison to men. Coupled with the statistics on the 

longstanding underrepresentation of female academics globally, the unfavourable 

vignette is expected to elicit a perception of high impermeability and hence stability in 

group status. In addition, research citing reasons for the underrepresentation of female 
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academics was supposed to reiterate the fact that the gender divide is actually justifiable 

(and thus legitimate) by the lower research productivity of female researchers compared 

to their male counterparts because of their heavier familial responsibilities as a result of 

the traditional gender roles. Given that promotion in academia places more emphasis on 

research productivity, compared to teaching and additional administrative 

responsibilities; it is inevitable that female researchers do not move up the ladder at the 

similar rate to that of male researchers. Extra care was taken to not come across as 

overly positive or enthusiastic because strategic planning and organisational change 

programmes are likely to result in feelings of alienation (Jetten, O‟Brien & Trindall, 

2002; Jetten, Duck, Terry & O‟Brien, 2002), which is might elicit cynicism and would 

influence the fECRs identification negatively (Kreiner & Ashforth, 2004). 

The online survey starts off with three open-ended questions pertaining to the 

content of the respective vignettes that they read, as a manipulation check to ensure that 

the fECRs read the vignettes adequately before going on to the survey. All fECRs were 

asked about what personal difficulties they encountered at work. fECRs in the 

favourable condition were asked two questions, (a) about the possibility of improvement 

in the underrepresentation of female academics in the ANU with the implementation of 

the mentoring scheme, and (b) if they felt that they would personally benefit from the 

mentoring scheme. In the unfavourable condition, the fECRs were asked (a) if the 

reasons for the underrepresentation of female academics in UCB were applicable to the 

fECRs in the ANU, and (b) if it were possible to achieve balance between familial 

responsibilities and advancement of their career in academia. 

 
Scales and Measures 

 
 

Measurement for Perception of Social Structure.  Six items were used to measure 

the fECRs perceptions of social structure in the ANU (see Appendix D). These items 
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(adapted from Hersby et al., 2008) were presented as statements about the permeability, 

stability and legitimacy of the group boundaries between the male and female 

academics. The fECRs were asked to respond using a 7-point Likert scale the extent to 

which they agreed or disagreed with the statements. The responses ranged from 1 

(completely disagree) to 7 (completely agree). Two items that measured the fECRs‟ 

perception of the permeability of group boundaries between the male and females 

researchers in the ANU pertained to the ease of advancement of the fECRs (r = .439, p < 
 

.001, Cronbach‟s alpha = .610). The next two items measured their perception of the 

stability of the present gender disparity within the ANU (r = .954, p < .001, Cronbach‟s 

alpha = .976). The final two items measured how legitimate the fECRs judged the 

gender disparity in the ANU to be (r = .528, p < .001, Cronbach‟s alpha = .690). The 

internal consistency reliabilities as reported by the Cronbach alphas for permeability and 

stability are slightly higher than in Hersby and her colleagues‟ study (2008), while the 

internal consistency for the legitimacy items was slightly lower. 

Measurement for Levels of Social Identifications. Taking into consideration the 

multidimensionality of identifications, Ellemer‟s three components measures (1999) 

were used to capture the differences between the cognitive, affective and evaluative 

aspects of the identification. The three components measures were adapted for the 

following identities that are nested within the ANU for the fECRs: (a) identity as an 

academic (Cronbach‟s alpha = .887); (b) identity as a faculty member of the ANU 

(Cronbach‟s alpha = .858); (c) identity as a member of their immediate workgroup 

(Cronbach‟s alpha = .909); and lastly (d) identity as a female academic in the ANU 

(Cronbach‟s alpha = .776) (see Appendix D for all items and Cronbach‟s alpha for all 

subscales). The three sub-components of the social identification scale are the social 

self-categorisation subscale, group commitment subscale, and the group self-esteem 

subscale. These subscales correspond to the cognitive, affective and evaluative 
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dimensions of social identification respectively. Internal consistencies for the scales for 

the various identities are generally good. 

Measurements for Support of Network Initiatives and Collective Benefit. Five 
 
items (Cronbach‟s alpha = .960), adapted from Hersby‟s et al.‟s study (2008), were used 

for the measurement of the support of network initiatives (See Appendix D for items). 

The fECRs were asked to rate the extent to which they were likely to commit to various 

female network initiatives, including the mentoring scheme in place at the ANU. The 

items were on a 7-point Likert scale, ranging from 1 (not at all) to 7 (very much). In 

addition, to ascertain whether the support for female networks and the mentoring scheme 

is largely due to individualistic or collectivistic orientation of the fECRs, two items (also 

from Hersby et al., 2008) were used to measure to what extent the they believed that 

these network initiatives should target the benefit of women as a group (collective 

benefit) (r = .405, p < .001, Cronbach‟s alpha = .568). The items are also measured on a 

7-point Likert scale, ranging from 1 (completely disagree) to 7 (completely agree). 
 

Demographics. In the final section of the survey, the fECRs were asked to provide 

information on their age, marital status and whether or not they have children, years at 

the ANU, college that they worked at, and the academic level of their current position. 

This information, except for their academic level, was collected to account for possible 

covariates. Information on their academic level was collected to screen female 

researchers that were no longer in their early career stage. 

 
Results 

 

 
 
Data Screening 

 
 

The academic levels of the 101 female researchers were checked to make sure 

that all data were from fECRs (i.e. belonging to academic levels A to C). A check 

revealed that two cases in the favourable condition and none from the unfavourable 
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condition were of female researchers in academic levels D or E. Therefore two cases 

were removed from the data set. 

The dataset did not have any missing data. The variables were then examined for 

multicollinearity, normality, linearity, homoscedasticity and influential outliers using 

SPSS. Eight univariate outliers were detected among all the variables, but were retained 

as they were within the range of the scales to retain the integrity of the data. No 

multivariate outliers were detected when checked for, using the Mahalonobis distance 

and leverage. Other than the presence of univariate outliers, none of the other parametric 

assumptions was violated. All subsequent analyses were ran with N = 99. 

 
Manipulation Check 

 
 

Three one-way between ANOVAs were run to check if the manipulation was 

effective in creating a difference in the perception of the social structure with respect to 

the underrepresentation of female academics in the ANU. The results showed no 

significant differences between the means from the two conditions for the perceptions of 

permeability, stability and legitimacy; all p-values were greater than .05. 

The unsuccessful manipulation was possibly due to the subtlety of the vignettes or 

the lack of power. With approximately 50 participants in each condition, the power to 

detect an effect size of 0.1 is 0.54. In addition, the perceptions of the social structure in 

the ANU may not malleable because of the longstanding male predominance that the 

fECRs are too familiar with. Due to the unsuccessful manipulation, Hypothesis 1 could 

not be tested. 

 
Preliminary Analyses 

 
 

Impact of Covariates. Means, standard deviations and correlations for all 

measures are presented in Table 1. Preliminary analyses were conducted to examine 
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demographic differences on key variables. A series of one-way between-participants 

ANOVAs were run to evaluate the impact of covariates such as age, marital status, 

whether or not the fECRs have children, their academic level, as well as the College they 

work in. No significant effect was found as all p-values > .05. The lack of influence of 

the covariates is not unexpected as the participants represent a highly specific group in a 

particular organisation. 

 
 
 
Table 1 

 
Pearson’s Correlations, Means and Standard Deviations. 

 
 
 Mean   SD 1 2 3 4 5 6 7 8 

1. Permeability 3.27 1.03         
2. Stability 4.14 1.21 .400**        
3. Legitimacy 3.37 1.23 511** 401**       
4. Academic 

 

Identity 
 

5. ANU 

Identity 

6. Workgroup 
 

Identity 
 

7. fECR 

Identity 

8. Network 
 

Support 
 

9. Collective 
 

Benefit 

 
5.08 .973 .021 .095 .121 
 
 
5.08 .872 218* .215* .218* .723**

 
 
 
5.23 1.11 .234* .139 .255* .490** .488**

 
 
 
5.19 .750 .010 .087 066 .646** .666** .450**

 
 
 
4.97 1.50 -.195 .019 -.204* .242* .180 -.041 .420**

 
 
 
5.58 1.16 -.212* -.103 -.219* .287** .192 -.016 .385** .630**

 

 
**Correlation is significant at the 0.01 level (2-tailed). 

 

*Correlation is significant at the 0.05 level (2-tailed). 
 

 
 
 
 
The Impact of Social Structure on Support for Network Initiatives 

 
 

Z-scores for the perception of permeability, stability and legitimacy were 

computed to test for interaction effects on the fECRs‟ support for network initiatives. 

They were then multiplied to form three 2-way interaction and one 3-way interaction 
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terms. Hierarchical regression analysis was run with the criterion Network Support. The 

three socio-structural variables were entered in step1, followed by the 2-way interaction 

terms in step 2, and lastly by the 3-way interaction in step 3. 

A significant main effect of the perception of stability of the group relations, β = 
 

.244, t(92) = 2.18, p < .05, was found through the hierarchical regression. The more 

group relation between the male and female academics is perceived to be changing for 

the better, the more the fECRs supported the network initiatives. The zero-order 

correlation between perceived stability and support for network initiatives, r = .019, p = 

.05, is near zero, resulting in positive classical suppression. A suppressor variable is one 

that “has zero correlation with the criterion, but nonetheless contributes to the predictive 

validity” to the model (Conger, 1974, p.36). 

In addition, the interaction between perceptions of stability and permeability, β = - 
 

.316, t(92) = -2.53, p < .05, and the interaction between perceptions of stability and 

legitimacy, β = .357, t(92) = 2.90, p < .01, were found to significantly affect the fECRs 

support for network initiatives as well. Regression slopes for the interactions were 

plotted one standard deviation below and above the mean of perceived stability of group 

relations in the ANU. 

Figure 1 shows that when the fECRs perceive the group boundaries to be highly 

permeable, the support for network initiatives remains similar, regardless of the 

perceived stability of the group relations. However, when the group boundaries are 

perceived as impermeable, the fECRs would support the network initiatives to a greater 

extent when the intergroup relation between the male and female academics are viewed 

as highly stable, and not likely to change for the better. In other words, when individual 

mobility fraught with difficulties, fECRs were more likely to support network initiatives 

when the ANU‟s climate suggests the possibility of improvement for female academics. 

Hence hypothesis 2a is supported by the significant main effect of perceived status 
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stability and interaction effect of status stability by permeability. 

 

 
 
Figure 1. Support for Network Initiatives as a Function of Perceived Stability and 

 
Permeability 

 
Figure 2 illustrates the interaction effect of perceived stability and perceived 

legitimacy on the support for network initiatives. When the fECRs perceive the 

difference in status as illegitimate, their support for network initiatives does not change 

as a function of perceived stability. Therefore, even when the group relation is deemed 

highly stable, and unlikely to change for the better, the fECRs will still support the 

network initiatives. On the other hand, when they acknowledge that their relatively 

lower status is legitimate, they only express support for network initiatives when 

perceived status stability is high. When the group relation is perceived as unstable, 

suggesting the possibility of improvement, the fECRs have less support for the network 

initiatives. 
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Figure 2. Support for Network Initiatives as a Function of Perceived Stability and 
 

Legitimacy 
 

 
 

The Impact of Social Structure on Collective Benefit 
 
 

To determine the nature of the support of the female network initiatives that the 

fECRs have, the perceptions of social structures and their interaction terms were 

regressed onto the extent that the fECRs believe that network initiatives should target 

collective benefit. There were no main effects of perceived permeability, stability and 

legitimacy. However, there was significant interaction between the perceptions of 

stability and legitimacy, β = .270, t(92) = 2.12, p < .05, on collective benefit. 

Figure 3 shows a similar trend for the interaction effect of perceived stability and 

legitimacy on collective benefit as the one for network initiatives. When the fECRs 

regard their relative lower status as legitimate, they are more likely to endorse support 

for collective benefit when the group relations unlikely to change for the better (i.e. 

stable), than when it is unstable. 
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Figure 3. Support for Collective Benefit as a Function of Perceived Stability and 

 
Legitimacy 

 
In sum, hypothesis 2a is partially supported as a significant main effect of 

perceived status stability and interaction effect of status stability by permeability were 

found for support of network initiatives, but not for collective benefit, while hypothesis 

2b was fully supported as interaction effects of perceived stability and legitimacy were 

found for both network initiatives and collective benefit. 

 
 
 
 
The Impact of the Foci of Identification on Extent and Nature Support for Network 

 
Initiatives 

 
 

To examine the relative importance of the different foci of identifications in the 

organisational context, the four identifications as a/an (a) academic, (b) faculty member 

of the ANU, (c) member of immediate workgroup and (d) female academic in the ANU 

were regressed on to the extent of support for network initiatives and their beliefs that 

network initiatives should target collective benefits in two separate regressions. Both 
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subordinate identities (i.e. workgroup identity and fECR identity) were found to predict 

support for network initiatives and collective benefit, while identification as an academic 

and a faculty member of the ANU did not, p-values were greater than .05, lending 

support to hypothesis 3. 

Workgroup identity significantly predicted support for network, β = -.283, t(94) = 
 

-2.69, p < .01, and the endorsement for collective benefit, β = -.260, t(94) = -2.40, p < 
 

.05, indicating that the more the fECRs identity with their immediate workgroup, the 

less likely they are willing to commit to supporting network initiatives, and well as the 

endorsement of collective benefit. However, the zero-order correlations of the 

workgroup identification with support for network initiatives (r = -.041, p > .05) and 

collective benefit (r = -.016, p > .05) are near zero, revealing a negative classical 

suppression (Krus and Wilkinson, 1986). 

fECR identity was a stronger predictor than workgroup identity for the support of 

network initiatives, β = .576, t(94) = 4.46, p < .01, and the support for collective benefit, 

β = .452, t(94) = 3.47, p < .01. The more the fECRs identified with being a female 

academic in the ANU, the more they expressed their willingness to commit to the efforts 

of the network initiatives. At the same time, they are more likely to endorse the belief 

that such network initiatives should target the collective benefit of the females as a 

whole. 

The two regression coefficients for workgroup identity are negative, while the 

regression coefficients for fECR identity are positive for both criterion variables, 

supporting hypothesis 4b that the two identities impact the support for network support 

and collective benefit in opposite direction. All bivariate correlations among the four 

identities were positively correlated. And in line with hypothesis 4a, the bivariate 

correlation between workgroup identity and fECR identity is the lowest among all 

identity correlation (r = .45, p < .01). More interestingly, the negative classical 
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suppression illustrated that even though the two identities differed greatly in their 

prototypicality in terms of group qualities and attributes, their impact on the 

organisational behaviour and outcome is interactive, instead of independent. 

The Impact of Social Structure on Identification. Separate hierarchical regressions 

were run with perceived permeability, stability and legitimacy (and all their interactive 

terms) with the four social identities anchored in the ANU as criterion variables. The 

perception of social structure only managed to predict workgroup identity. All other 

analyses were non-significant. 

There was no main effect for any of the socio-structural variables. But the 

interaction term for perceived stability and permeability was significant in predicting 

workgroup identity, β = .278, t(92) = 2.18, p < .05. When the social structure at the 

ANU, is perceived to be highly stable and resistant to change, fECRs that perceive the 

group boundaries to be permeable have higher identification with their workgroup, while 

those that think that the group boundaries are impermeable identify less with their 

workgroup. This is consistent with the Social Identity Theory, that when group relations 

are stable, individuals in the lower status group are not motivated to challenge status 

quo, and thus rely on individual mobility, by focusing their attention on their immediate 

workgroup instead. 
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Figure 4. Workgroup Identity as a Function of Perceived Stability and Permeability 
 

Hypothesis 5 is barely supported as the socio-structural variables did not 

consistently impact the extent of identification of the various social identities. 

Furthermore, as workgroup identity does not predict support for network initiatives and 

collective benefit on its own, the moderation hypothesis (hypothesis 6) cannot be tested. 

 
Discussion 

 
 

In general, the results support the hypotheses of the Social Identity Theory ((Tajfel 
 

& Turner, 1979) in terms of how socio-structural variables and different foci of 

identification would interactively shape the strategic choices of the participants to 

support and participate in a mentoring program.  Findings related to the impact of 

perceived social structure will be discussed first, followed by those related to the 

different foci of identification. 

 
The Impact of Social Structure on Support for Network Initiatives and Collective Benefit 

 
 

Although the main manipulation failed to produce significant effects, the 

regression analysis showed that the main effect of stability was largely in line with 
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previous findings.  More specifically, when fECRs perceive an unstable social structure 

(i.e. a climate in which change for the better is possible) perceived permeability of group 

boundaries does not necessarily exclude a collective response (Ellemers, 1999; Hersby 

et al., 2008). At the same time, when the group boundaries are deemed permeable, 

support for network initiative does not change as a function of stability. But when group 

boundaries are perceived to be impermeable, support for network is higher when 

coupled with high stability. Therefore, the impact of permeability on the identity 

management strategies is influenced by perceived stability. 

The results strongly support social identity theory, which would argue that the 

three socio-structural variables should interactively influence the strategic choice of 

members of a disadvantaged group (Tajfel & Turner, 1979), instead of being additive as 

found by other studies examining the impact of socio-structural variables on identity 

management strategies (Boen & Vanbeselaere, 2002; Mummendey, Klink, Mielke, 

Wenzel & Blanz, 1999). 

Moreover, the significant interaction between perceived stability and legitimacy 

indicates that perceived legitimacy plays a substantial role in influencing the fECRs‟ 

attempt at status enhancement. More specifically, as demonstrated by Figure 2, if the 

difference in group stratification was viewed as just and legitimate by fECRs, even if the 

social structure is deemed unstable (implying that social change is possible and is 

anticipated), support for network initiatives was low. It is only when there is high 

stability that there is increased support for network initiatives. This suggests that fECRs 

seek the benefits of network initiatives when they evaluate the social structure as 

unfavourable, in light of little possibility for improvement and high legitimacy. This is in 

line with previous findings, which also indicates that legitimacy acts as a lever for social 

action and catalyst for collective identity enhancement (Tajfel, 1979; Ellemers, 1993). 

This is further supported by the fact that support for collective benefit in the fECRs was 
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also significantly predicted by the interaction of perceived stability and legitimacy. 
 

The results also suggest that academia might be somewhat different than purely 

private organisations, on which most previous studies had focused on.  For instance, 

compared to the participants in Hersby et al.‟s (2008) study, network support and 

collective benefit in this study were significantly correlated, suggesting that this sample 

of fECRs considered network initiatives to be more collectivistic in nature than the 

participants in Hersby‟s study (2008). 

Also, the influence of perceived legitimacy on identity management strategies, as 

compared to stability and permeability, of existing social structures proved to be greater 

in this study than in other comparable studies (Hersby et al., 2008; Boen & 

Vanbeselaere, 2002).  It is possible that fECRs evaluate their social structure more 

critically than other disadvantaged groups in past studies because grounds for 

illegitimacy are more prominent given the transparency in ANU‟s policies. Even with 

such transparency, fECRs still experience and observe discriminatory behaviour towards 

females in academia, thus it is not surprising that the extent of illegitimacy is more 

prominent in academia than in other male-dominant industries. It also possible that the 

social structure of academia which is arguably constructed around a prototypical male 

academic, accentuates status differences, resulting in stronger perceptions of 

illegitimacy. Therefore the effects of perceived legitimacy manifest into intergroup 

behaviour (in favour for social competition) only in social situations that exhibit severe 

illegitimacy in the intergroup stratification. If the illegitimacy is not as oppressive, 

perceived legitimacy will only serve post hoc evaluative purposes as postulated by 

Ellemers (1993). This is because it makes more practical sense for those in 

disadvantaged situations to pursue status enhancement only when it is feasible, instead 

of expending resources when the social structure does not promote status enhancement 

for them. 
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The Impact of the Foci of Identification on Extent and Nature Support for Network 

 
Initiatives 

 
 

The results provide further support for the social identity theory that argued that 

lower order identities (i.e. fECR identity and workgroup identity) that are more defined 

have greater predictive power than superordinate identities (ANU identity). In line with 

the ASPIRe model (Haslam, Eggins, & Reynolds, 2003), the current findings suggest 

that identity-enhancing policies are more likely to be effective when they are 

implemented on a team level first, as lower-order abstractions of identities anchored 

within the ANU influenced the fECRs‟ willingness to commit to the mentoring scheme 

to a greater extent. This suggests that to maximise the potential of the mentoring scheme 

in ANU, it is beneficial to use a bottom-up approach, especially when taking into 

account that strategic changes from the management top-down can create a sense of 

alienation in the fECRs (Jetten et al., 2002). Therefore to take a bottom-up approach, 

informal networks can be encouraged beyond the formal initiatives that the Diversity 

and Inclusion Unit implement. 

Interestingly, the negative suppression effect found for workgroup identity, 

illustrates that even though fECR identity and workgroup identity differed greatly in 

terms of actual qualities and attributes, their impact on the extent and nature of support 

for network initiatives is interactive, instead of independent. Self-categorisation theory 

emphasises on the social category salience in the emergence of a particular identity in a 

specific social context. However, in this instance, salience brought two seemingly 

opposing identities together in influencing the fECRs‟ decision in supporting the 

network initiatives. 

One of this study‟s aims was to establish the identity that fECRs use to define 
 
themselves, so that network initiative such as the mentoring scheme could be tailored to 
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this specific population. The expectation was that one identity would emerge as a 

prominent predictor of the criterion variables, however the study revealed two: One 

workgroup, and fECR identity.  These two identities showed clashing attributes, 

suggesting that fECR‟s might oscillate between at least two social identities, depending 

on which social category is salient in a particular situation. The positive correlation 

between the two identities indicated that they were not mutually exclusive. Rather, the 

analysis suggested that workgroup identity, by increasing the predictive power of the 

fECR identity in relation to support for network initiatives and collective benefit, 

indicates the interactive influence of identities abstracted at the same level. The more 

fECRs identified with their identity as a female academic, the more they supported 

network initiatives and collective benefit. It thus appears as if workgroup identity might 

have served as a salient social category for the fECR identity, augmenting the 

relationship between fECR identity and the support for network initiatives and collective 

benefits. 

Social identity studies typically examine identifications that are either on different 

levels of abstraction (i.e. workgroup identification vs. organisational identification), or 

mutually exclusive (i.e. East German vs. West German). The current results suggest that 

the dynamics between identities that are abstracted approximately at the same level, 

whilst having qualitatively opposing attributes, might have an important influence on 

subsequent behaviour. In such cases, solely focusing on which specific identity 

individuals self-categorise themselves into might prove inadequate in accounting for 

subsequent intergroup behaviour. In extreme situations, identity conflict can result in 

cognitive dissonance, causing discomfort in the individual, and may eventually impair 

identification in one or both loci (Ashforth, et al., 2008). If the identity conflict causes 

the fECRs to have neutral identification, or disidentify with the workgroup or the 

organisation, it will exacerbate the problem of the underrepresentation of female 
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academics. 

 
Therefore there is a need to reduce the discrepancies between the fECR identity 

and their workgroup identity. One way to do so is to attempt to make the prototypical 

member of the workgroup as well as the organisation less male-like. It is imperative to 

increase the compatibility of the identification of the fECRs to that of their workgroup 

and the ANU (Riketta & Nienaber, 2007). One option is to foster an organisational 

climate that embraces diversity as a basis for shared organisational identity (Rink & 

Ellemers, 2007). This is especially appropriate in academia as given the specialisation 

and research that each individual does, they bring with them a unique piece of 

themselves into the organisation as well academia. When the fECRs are recognised for 

their task-related differences in an organisational environment where divergence is the 

norm, the prototypical member of the ANU, and hence their workgroup will no longer 

be as narrowly-defined by the masculine attributes. 

 
Limitations 

 
 

Due to the small population of female academics, the sample in this study proved 

to be too small to achieve adequate power for the experimental manipulation. Ideally, 

there should be another level within the independent variable for the provision of a 

control group, as well as a pre-tests and post-tests for the measurements of the various 

identifications. Therefore future research on gender disparity in academia should be 

carried out across universities to increase power to the study, as well as increase 

flexibility to the experimental design to deal with attrition of participants. 

Measuring the extent of identification before the manipulation and having a 

control group would also provide better manipulation checks, to clearly establish the 

effectiveness of an experimental manipulation. Including pre-tests and post-tests would 

then also allow for the investigation of deep and situated identification (Ashforth et al., 
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2008). Social identity theory posits that social identification can be manipulated by 

category salience.  However, given the social dynamics within academia, deep 

identification might take precedence over situated identification, which would have 

practical implications when trying to market network initiatives as the one studied here. 

If the social structure in academia is seen as too resistant to change, and the fECRs‟ 

identification are not situated in the social context, instead it is deeply ingrained in them, 

it suggests that it will be a challenge to change the perceptions of the fECRs, and 

encourage them to join the mentoring scheme. 

Quantitative analyses of the socio-structural variables, identifications and support 

for network initiatives can illustrate trends and projections about the relative importance 

and relationships among the variables. But to apply the findings into the organisational 

setting of the ANU, it is imperative that qualitative data are analysed too. For instance, 

qualitative responses from this study indicate that fECRs question the efficacy of the 

mentoring scheme, attributing the success to a self-selection process of the mentees.  In 

order to fully understand the motivations of such a complex group of people, in such a 

complicated environment, it might be useful to use text analysis to quantitatively analyse 

the meaningful interpretations that hide behind these correlations. 

 
Conclusion and Future Research Directions 

 
 

This study managed to replicate findings on the interaction effects of stability and 

permeability of the social structure on identity management strategies. At the same time, 

with the effects of legitimacy augmenting the extent of support for network initiatives as 

well as collective benefit, it suggests that the effects perceived legitimacy manifest 

beyond evaluative purposes of the group stratification in social situations where the 

individuals in the disadvantaged group perceive the injustice to be more severe. 
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Furthermore the effect of workgroup identity in increasing the validity of fECR 

identity is interesting, and future research should aim at revealing the processes that 

underline the negotiation between conflicting identities and their effect on subsequent 

intergroup behaviour. 
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Academic Staff and Students by Gender in 
University of Tokyo in 2007 

 Females Males 
Chairs and Deans 0% 100% 
Full Professors 4% 96% 
Associate Professors 9% 91% 
Lecturers 13% 87% 
Research Associates 14% 86% 
Postdoctoral Scholars 31% 69% 
Doctoral Students 30% 70% 
Master’s Students 26% 74% 
Undergraduates 19% 81% 
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Appendix A: Vignette for Climate Manipulation: Favourable Condition 
 
 

The Global Trend of The Underrepresentation of Females in Academia 
Research on gender inequality has proliferated, especially in the work setting, as statistics show 

that despite efforts for equal opportunities, disparities continue to exist between working males and 
females. This inequality also extends into academia in the form of underrepresentation of females holding 
higher positions. Although a healthy 47% of lecturers in UK universities are made up of women, at higher 
positions, the percentages dropped to 34% for senior lecturers and researchers, and to a mere 17% for 
professors. Statistics further show that attrition rate is much higher for female academic researchers, which 
indicates a need for retention and promotion of female researchers to alleviate the problem of this 
underrepresentation. This trend is also found within the ANU as shown by the following table. Although 
female academics only make up 33% of the academic staff in the ANU, this figure is comparable to that of 
other leading universities in the USA like Yale University and University of California, Berkeley, where the 
percentages are 31 and 36% respectively. Moreover, it is much more favourable compared to universities 
in the Pacific, like the University of Tokyo, as shown. 

 
 

Academic Staff and Students 
by Gender in the ANU in 2007 

 Females Males 
Professor 16% 84% 
Associate Professor 21% 79% 
Senior Research Fellow 31% 69% 
Research Fellow 42% 58% 
Postdoctoral Fellow 40% 60% 
Doctoral Students 47% 53% 
Masters’ Students 48% 52% 
Bachelor’s Students 52% 48% 

 
 

This trend is also prevalent in other Australian universities, as females represent less than half of the 
academic staff in all but 3 universities. Averagely, females make up 40.7% of the total academic staff in 
Australia as shown in the following figure. 
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Interventions by the ANU: Mentoring Scheme and its Benefits 
 

One reason for the chilly climate for females in academia is the lack of formal and informal 
networks that are traditionally available exclusively to their male counterparts. Therefore Flinders 
University put forward a mentoring scheme targeted at early career female researchers in 1998, and 
examined its benefits over seven years (Gardiner, 1999, 2002, 2005; Gardiner, Tiggemann, Kearns, & 
Marshall, 2007). 

 

 
 

Results from the Mentoring Scheme from 1999-2004 
(Gardiner, Tiggemann, Kearns, & Marshall, 2007) 

Variables Mentees Control 
Retention Rates 14% 33% 
(Percentage that left their positions) 
Promotions 68% 43% 
(Percentage promoted at least once by 2004) 
Research Grants $41 896 $14 647 
(Average grant income per person over 6 years) 
Publications 3.5 2.48 
(Average DEST publications per person over 5 years) 

 
 

Together with other leading Australian universities, the ANU has adopted the mentoring scheme 
from Flinders University with the support of senior management in the ANU. Coupled with the efforts of 
the Diversity and Inclusion Unit (DIU) at the ANU, percentage of successful promotions for female early 
career researchers have been on the rise since 2003, indicating that the barriers between male and female 
researchers at ANU are progressively reduced. 

 

 
 

Percentage of 
Successful Promotions in the ANU 

Year Females Males 
2003 69% 70% 
2004 76% 66% 
2005 74% 67% 
2006 78% 68% 
2007 79% 70% 
2008 84% 65% 

 
 

------------------------------End of Vignette------------------------------ 
Please answer the questions of the survey at the following link: 

https://apollo.anu.edu.au/default.asp?pid=4020 



 
 

Academic Staff and Students by Gender in 
University of California, Berkeley in 2007 

 Females Males 
Chairs and Deans 29% 71% 
Full Professors (Step 6+) 18% 82% 
Full Professors (<Step 6) 30% 70% 
Associate Professors 36% 64% 
Assistant Professors 40% 60% 
Lecturers 49% 51% 
Researchers 40% 60% 
Postdoctoral Scholars 35% 65% 
Doctoral Students 43% 57% 
Master’s Students 48% 52% 
Undergraduates 54% 46% 
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Appendix B: Vignette for Climate Manipulation: Unfavourable Condition 
 
 

The Global Trend of the Underrepresentation of Females in Academia 
 

Research on gender inequality has proliferated, especially in the work setting, as statistics show that 
despite efforts for equal opportunities, disparities continue to exist between working males and females. 
This inequality also extends into academia in the form of underrepresentation of females holding higher 
positions. Although a healthy 47% of lecturers in UK universities are made up of women, at higher 
positions, the percentages dropped to 34% for senior lecturers and researchers, and to a mere 17% for 
professors. Statistics further show that attrition rate is much higher for female academic researchers, which 
indicates a need for retention and promotion of female researchers to alleviate the problem of this 
underrepresentation. This trend is also found within the ANU as shown by following table. On an 
international level, when compared to the University of California, Berkeley, the percentages of women 
academics at higher positions are more favourable as 
compared to that in the ANU. 

 
Academic Staff and Students by Gender in the 

ANU in 2007 
 Females Males 
Professor 16% 84% 
Associate Professor 21% 79% 
Senior Research Fellow 31% 69% 
Research Fellow 42% 58% 
Postdoctoral Fellow 40% 60% 
Doctoral Students 47% 53% 
Masters’ Students 48% 52% 
Bachelor’s Students 52% 48% 

 

 
 

This trend is also prevalent in other Australian universities, as females represent less than half of the 
academic staff in all but 3 universities. Averagely, females make up 40.7% of the total academic staff in 
Australia; however, this percentage is only barely above 30% in the ANU, much lower than the national 
average as shown in the following figure. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Reasons for the Underrepresentation of Females in Academia 
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Studies show that the underrepresentation of females in academia is largely due to work-family 
conflict, as well as less developed networks within the research institutions and universities that 
traditionally cater more for their male counterparts. 

Attrition rates for female academics are very high. At lower positions (Level A), females hold 
approximately equal number of positions as their male counterparts, but at higher position (Level E), the 
percentage drops drastically, ranging from 13% to 22% (see table below). This results in less role models 
for potential female postgraduates wanting to make a career in academia. 

 
Gender Distribution per level per College in the ANU 

 
Classification 

Arts and 
Social Sciences 

Asia and the Pacific Business and Economics 

Female Male Female Male Female Male 
Level E 22% 78% 19% 81% 13% 88% 
Level D 31% 69% 24% 76% 18% 82% 
Level C 46% 54% 28% 73% 26% 74% 
Level B 47% 53% 48% 53% 29% 71% 
Level A 58% 42% 42% 58% 50% 50% 
Total 43% 57% 31% 69% 30% 70% 

 
In addition, academics enjoy time flexibility at work. But this turns into a burden when female 

academics bring work back home, eating into family time. Gender studies in the University of California, 
Berkeley indicate that female academics report more work-family conflict, resulting in more pressure and 
stress, both at work and at home (refer to both tables below). It eventually results in reduced productivity 
in terms of research and publication, and thus fewer opportunities for promotions, contributing to the 
underrepresentation at higher positions. Moreover, the gender study by the University of California, 
Berkeley found that such work family policies are under-utilized by these female academics for fear of 
retribution. 

 
Faculty Members of University of California, Berkeley that Report Experiencing Work-Family Conflict 

and Career Duties that Place Stress on Parenting 
 Female Male 
“I have not brought children to work because I worry that my colleagues would be 
bothered” 

28% 16% 
“I tried to time new children to come during the summer break” 31% 9% 
“I missed some of my children’s important events so as not to appear uncommitted to 
the job” 

39% 27% 
“I came back to work sooner than I would have liked after becoming a parent to be 

53% 16% 
taken seriously as an academic” 
“I slowed down or made sacrifices in my career to be a good parent” 71% 49% 
Meeting Teaching Obligations 22% 13% 
Attending seminars, colloquial or departmental and committee meetings 27% 12% 
Attending conferences or giving conference papers 46% 22% 
Writing and Publishing 48% 29% 
Doing Fieldwork or field research away from home 48% 27% 

------------------------------End of Vignette------------------------------ 
Please answer the questions of the survey at the following link: 

https://apollo.anu.edu.au/default.asp?pid=4142	  
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Appendix C: Debriefing Sheet 
 
 

Debriefing	  Sheet	  for	  
Study	  on	  Determinants	  of	  Motivation	  in	  Joining	  Mentoring	  Scheme	  

	  
Thank	  you	  for	  your	  participation.	  
	  
Description	  of	  Study	  
This	  study	  is	  done	  in	  collaboration	  with	  the	  Diversity	  and	  Inclusion	  Unit	  at	  the	  ANU.	  
It	  investigates	  the	  determinants	  that	  influence	  female	  early	  career	  researchers’	  
willingness	  to	  take	  part	  in	  mentoring	  schemes.	  In	  this	  study,	  we	  provided	  two	  
slightly	  different	  sets	  of	  information	  regarding	  the	  socio-‐structural	  conditions	  
facing	  young	  female	  academics	  at	  the	  ANU.	  Hopefully,	  this	  will	  allow	  us	  to	  identify	  
the	  impact	  of	  those	  variables	  on	  the	  extent	  to	  which	  young	  professional	  women	  
within	  the	  ANU	  perceive	  a	  mentoring	  scheme	  as	  an	  effective	  strategy	  for	  status	  
enhancement	  
	  
Both	  sets	  of	  information	  presented	  used	  in	  the	  experiment	  were	  factual,	  and	  based	  
on	  actual	  research	  studies.	  The	  following	  information	  sheet	  summarizes	  all	  the	  
information,	  and	  gives	  a	  complete	  picture	  of	  where	  current	  research	  stands	  in	  
terms	  of	  gender	  disparity	  and	  the	  benefits	  of	  mentoring	  schemes	  in	  universities.	  A	  
list	  of	  references	  is	  available	  upon	  request	  if	  you	  are	  interested	  in	  the	  current	  
literature.	  
	  
Results	  of	  the	  Study	  
A	  summary	  of	  the	  results	  of	  the	  study	  will	  be	  made	  available	  to	  the	  Diversity	  and	  
Inclusion	  Unit	  at	  the	  ANU,	  and	  will	  be	  available	  to	  all	  participants	  on	  request.	  
	  
The	  results	  of	  this	  study	  will	  be	  presented	  in	  an	  academic	  research	  report,	  and	  may	  
appear	  in	  journal	  articles,	  chapters,	  or	  presentations.	  As	  your	  responses	  are	  
anonymous,	  you	  cannot	  be	  identified	  in	  any	  way.	  
	  
If	  you	  have	  any	  questions	  regarding	  this	  study,	  please	  contact	  the	  researchers,	  Dr.	  
Dirk	  Van	  Rooy	  (02-‐6125-‐2038	  or	  Dirk.VanRooy@anu.edu.au	  )	  or	  Abigail	  Leung	  
(04-‐1686-‐3386	  or	  u4626521@anu.edu.au).	  
	  
This	  study	  has	  been	  approved	  by	  the	  Human	  Research	  Ethics	  Committee	  (Protocol	  
No.	  2009/284).	  If	  you	  have	  any	  concerns	  about	  the	  way	  the	  research	  was	  
conducted,	  please	  contact	  the	  Secretary,	  Human	  Research	  Ethics	  Committee,	  
Research	  Office,	  Chancelry	  10B,	  The	  Australian	  National	  University,	  ACT	  0200	  (02-‐	  
6125-‐2900	  or	  human.ethics.officer@anu.edu.au)	  



Academic	  Staff	  and	  Students	  
by	  Gender	  in	  the	  ANU	  in	  2007 

Females	   Males	  (%)	  
(%) 

Professor	   16	   84 
Associate	  Professor	   21	   79 
Senior	  Research	   31	   69	  
Fellow 
Research	  Fellow	   42	   58 
Postdoctoral	  Fellow	   40	   60 
Doctoral	  Students	   47	   53 
Masters’	  Students	   48	   52 
Bachelor’s	  Students	   52	   48 
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The	  Global	  Trend	  of	  The	  Underrepresentation	  of	  Females	  in	  Academia	  

	  
Research	  on	  gender	  inequality	  has	  proliferated,	  especially	  in	  the	  work	  setting,	  as	  
statistics	  show	  that	  despite	  efforts	  for	  equal	  opportunities,	  disparities	  continue	  to	  
exist	  between	  working	  males	  and	  females.	  This	  inequality	  also	  extends	  into	  
academia	  in	  the	  form	  of	  underrepresentation	  of	  females	  holding	  higher	  positions.	  
Although	  a	  healthy	  47%	  of	  lecturers	  in	  UK	  universities	  are	  made	  up	  of	  women,	  at	  
higher	  positions,	  the	  percentages	  dropped	  to	  34%	  for	  senior	  lecturers	  and	  
researchers,	  and	  to	  a	  mere	  17%	  for	  professors.	  Statistics	  further	  show	  that	  attrition	  
rate	  is	  much	  higher	  for	  female	  academic	  researchers,	  which	  indicates	  a	  need	  for	  
retention	  and	  promotion	  of	  female	  researchers	  to	  alleviate	  the	  problem	  of	  this	  
underrepresentation.	  This	  trend	  is	  also	  found	  within	  the	  ANU	  as	  shown	  by	  the	  
following	  table.	  

	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
Although	  female	  academics	  only	  make	  up	  33%	  of	  the	  academic	  staff	  in	  the	  ANU,	  this	  
figure	  is	  comparable	  to	  that	  of	  other	  leading	  universities	  in	  the	  USA	  like	  Yale	  
University	  and	  University	  of	  California,	  Berkeley,	  where	  the	  percentages	  are	  31	  and	  
36%	  respectively.	  University	  of	  California,	  Berkeley,	  the	  percentages	  of	  women	  
academics	  at	  higher	  positions	  are	  slightly	  more	  favourable	  as	  compared	  to	  that	  in	  
the	  ANU.	  

	  
Academic	  Staff	  and	  Students	  by	  Gender	  in	  
University	  of	  California,	  Berkeley	  in	  2007 

Females	   Males	  (%)	  
(%) 

Chairs	  and	  Deans	   29	   71 
Full	  Professors	  (Step	   18	   82	  
6+) 
Full	  Professors	  (<Step	   30	   70	  
6) 
Associate	  Professors	   36	   64 
Assistant	  Professors	   40	   60 
Lecturers	   49	   51 
Researchers	   40	   60 
Postdoctoral	  Scholars	   35	   65 
Doctoral	  Students	   43	   57 
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Master’s	  Students 48 52 
Undergraduates 54 46 

 

 
 
However,	  ANU’s	  statistics	  are	  much	  more	  favourable	  compared	  to	  universities	  in	  
the	  Pacific,	  like	  the	  University	  of	  Tokyo,	  as	  shown.	  
	  

Academic	  Staff	  and	  Students	  
by	  Gender	  in	  University	  of	  Tokyo	  in	  2007 

Females	   Males	  (%)	  
(%) 

Chairs	  and	  Deans	   0	   100 
Full	  Professors	   4	   96 
Associate	  Professors	   9	   91 
Lecturers	   13	   87 
Research	  Associates	   14	   86 
Postdoctoral	   31	   69	  
Scholars 
Doctoral	  Students	   30	   70 
Master’s	  Students	   26	   74 
Undergraduates	   19	   81 

 
 
 

This	  trend	  is	  also	  prevalent	  in	  other	  universities	  in	  Australia,	  as	  females	  
represent	  less	  than	  half	  of	  the	  academic	  staff	  in	  all	  but	  3	  universities.	  Averagely,	  
females	  make	  up	  40.7%	  of	  the	  total	  academic	  staff	  in	  Australia	  as	  shown	  in	  Figure	  
2.	  However,	  this	  percentage	  is	  only	  barely	  above	  30%	  in	  the	  ANU,	  much	  lower	  than	  
the	  national	  average.	  
	  

 



Faculty Members of University of California, Berkeley that Report Experiencing Work-Family 
Conflict and Career Duties that Place Stress on Parenting 

Female Male 
“I have not brought children to work because I worry that my colleagues would 
be bothered” 28% 16% 
“I tried to time new children to come during the summer break” 31% 9% 
“I missed some of my children’s important events so as not to appear 
uncommitted to the job” 39% 27% 
“I came back to work sooner than I would have liked after becoming a parent to 53% 16% 
be taken seriously as an academic” 
“I slowed down or made sacrifices in my career to be a good parent” 71% 49% 
Meeting Teaching Obligations 22% 13% 
Attending seminars, colloquial or departmental and committee meetings 27% 12% 
Attending conferences or giving conference papers 46% 22% 
Writing and Publishing 48% 29% 
Doing Fieldwork or field research away from home 48% 27% 
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Reasons	  for	  the	  Underrepresentation	  of	  Females	  in	  Academia	  
	  

Studies	  show	  that	  the	  underrepresentation	  of	  females	  in	  academia	  is	  largely	  
due	  to	  work-‐family	  conflict,	  as	  well	  as	  less	  developed	  networks	  within	  the	  research	  
institutions	  and	  universities	  that	  traditionally	  cater	  more	  for	  their	  male	  
counterparts.	  

Attrition	  rates	  for	  female	  academics	  are	  very	  high.	  At	  lower	  positions	  (Level	  
A),	  females	  hold	  approximately	  equal	  number	  of	  positions	  as	  their	  male	  
counterparts,	  but	  at	  higher	  position	  (Level	  E),	  the	  percentage	  drops	  drastically,	  
ranging	  from	  13%	  to	  22%	  (see	  table	  below).	  This	  results	  in	  less	  role	  models	  for	  
potential	  female	  postgraduates	  wanting	  to	  make	  a	  career	  in	  academia.	  

	  
Gender Distribution per level per College in the ANU 

 
Classification 

Arts and 
Social Sciences 

Asia and the Pacific Business and 
Economics 

Female Male Female Male Female Male 
Level E 22% 78% 19% 81% 13% 88% 
Level D 31% 69% 24% 76% 18% 82% 
Level C 46% 54% 28% 73% 26% 74% 
Level B 47% 53% 48% 53% 29% 71% 
Level A 58% 42% 42% 58% 50% 50% 
Total 43% 57% 31% 69% 30% 70% 

 
In	  addition,	  academics	  enjoy	  time	  flexibility	  at	  work.	  But	  this	  turns	  into	  a	  

burden	  when	  female	  academics	  being	  work	  back	  home,	  eating	  into	  family	  time.	  
Gender	  studies	  in	  the	  University	  of	  California,	  Berkeley	  indicate	  that	  female	  
academics	  report	  more	  work-‐family	  conflict,	  resulting	  in	  more	  pressure	  and	  stress,	  
both	  at	  work	  and	  at	  home	  (refer	  to	  both	  tables	  below).	  It	  eventually	  results	  in	  
reduced	  productivity	  in	  terms	  of	  research	  and	  publication,	  and	  thus	  fewer	  
opportunities	  for	  promotions,	  contributing	  to	  the	  underrepresentation	  at	  higher	  
positions.	  Moreover,	  the	  gender	  study	  by	  the	  University	  of	  California,	  Berkeley	  
found	  that	  such	  work	  family	  policies	  are	  under-‐utilized	  by	  these	  female	  academics	  
for	  fear	  of	  retribution.	  
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Interventions	  by	  the	  ANU:	  Mentoring	  Scheme	  and	  its	  Benefits	  
	  
One	  reason	  for	  the	  chilly	  climate	  for	  females	  in	  academia	  is	  the	  lack	  of	  formal	  and	  
informal	  networks	  that	  are	  traditionally	  available	  exclusively	  to	  their	  male	  
counterparts.	  Therefore	  Flinders	  University	  put	  forward	  a	  mentoring	  scheme	  
targeted	  at	  early	  career	  female	  researchers	  in	  1998,	  and	  examined	  its	  benefits	  over	  
seven	  years	  (Gardiner,	  1999,	  2002,	  2005;	  Gardiner,	  Tiggemann,	  Kearns,	  &	  Marshall,	  
2007).	  
	  

Results from the Mentoring Scheme from 1999-2004 
(Gardiner, Tiggemann, Kearns, & Marshall, 2007) 

Variables Mentees Control 
Retention Rates 14% 33% 
(Percentage that left their positions) 
Promotions 68% 43% 
(Percentage promoted at least once by 2004) 
Research Grants $41 896 $14 647 
(Average grant income per person over 6 years) 
Publications 3.5 2.48 
(Average DEST publications per person over 5 years) 

 
 
 
Together	  with	  other	  leading	  Australian	  universities,	  the	  ANU	  has	  adopted	  the	  
mentoring	  scheme	  from	  Flinders	  University	  with	  the	  support	  of	  senior	  
management	  in	  the	  ANU.	  Coupled	  with	  the	  efforts	  of	  the	  Diversity	  and	  Inclusion	  
Unit	  (DIU)	  at	  the	  ANU,	  percentage	  of	  successful	  for	  female	  early	  career	  researchers	  
have	  been	  on	  the	  rise	  since	  2003,	  indicating	  that	  the	  barriers	  between	  male	  and	  
female	  researchers	  at	  ANU	  are	  progressively	  reduced.	  

	  
	  
	  

Percentage of 
Successful Promotions in the ANU 

Year Females Males 
2003 69% 70% 
2004 76% 66% 
2005 74% 67% 
2006 78% 68% 
2007 79% 70% 
2008 84% 65% 

 
 
 

-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐End	  of	  Debriefing	  Sheet-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐-‐	  
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Appendix D: Survey Items and Reliability 
 

 
Manipulation Check 

 
§ Favourable Condition 

1.  What personal difficulties have you encountered in the course of your 
work? 

2.  Given the available research on the effectiveness of mentoring schemes 
for female academics, do you think the situation of the under- 
representation of female academics in the ANU will improve with the 
implementation of the mentoring scheme? 

3.  Do you think you will personally benefit form the mentoring scheme for 
female academics in the ANU? Why, or why not? 

§ Unfavourable Condition 
1.  What personal difficulties have you encountered in the course of your 

work? 
2.  Given the research by the University of California, Berkeley on the 

underrepresentation of females in academia, do you agree that the same 
reasons are applicable to females in the ANU? Why, or why not? 

3.  Do you think it is possible to overcome the work-family conflict to 
achieve balance between family life and advancement in a career in 
academia for females? Why, or why not? 

 
 
 

Hersby et al.’s (2008) Perceptions of Social Structure 
 

§ Permeability (Cronbach‟s alpha = .610) 
o It is easy for women to get ahead 
o 1*Advancing is difficult for women 

§ Stability (Cronbach‟s alpha = .976) 
o Opportunities for women will improve 
o Opportunities for women will change for the better 

§ Legitimacy (Cronbach‟s alpha = .690) 
o Women have equal leadership opportunities compared to men 
o The process of promoting women is fair 

 
 
 

Ellemers et al.’s (1999) Three-Component Measure 
 

§ As a faculty member of the ANU (Cronbach‟s alpha = .858) 
o Social Self-Categorisation Sub-scale (Cronbach‟s alpha = .819) 

§ I identify with other faculty members of the ANU. 
§ I am like other faculty members of the ANU. 
§ The ANU is a reflection of who I am. 

o Group Commitment Sub-scale (Cronbach‟s alpha = .736) 
§ I would like to continue working with the ANU. 
§ *I dislike being a faculty member of the ANU. 
§ *I would rather belong to another Australian university. 

 

 
 

*	  Items	  are	  reverse	  coded	  
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o Group Self-esteem Sub-scale (Cronbach‟s alpha = .824) 
§ *I think the ANU has little to be proud of. 
§ I feel good about the ANU. 
§ 2*I have little respect for the ANU 
§ *I would rather not tell that I belong to the ANU. 

 
§ As an academic (Cronbach‟s alpha = .887) 

o Social Self-Categorisation Sub-scale (Cronbach‟s alpha = .862) 
§ I identify with other academics. 
§ I am like other academics. 
§ Academia is a reflection of who I am. 

o Group Commitment Sub-scale (Cronbach‟s alpha = .867) 
§ I would like to continue working in academia. 
§ *I dislike being a member of academia. 
§ *I would rather belong to another profession. 

o Group Self-esteem Sub-scale (Cronbach‟s alpha = .803) 
§ *I think academia has little to be proud of. 
§ I feel good about academia. 
§ *I have little respect for academia. 
§ *I would rather not tell that I belong to academia. 

 
§ As a member of their immediate workgroup (Cronbach‟s alpha = .909) 

o Social Self-Categorisation Sub-scale (Cronbach‟s alpha = .904) 
§ I identify with other members of my immediate workgroup. 
§ I am like other members of my immediate workgroup. 
§ My immediate workgroup is a reflection of who I am. 

o Group Commitment Sub-scale (Cronbach‟s alpha = .852) 
§ I would like to continue working with my immediate workgroup. 
§ *I dislike being a member of my immediate workgroup. 
§ *I would rather belong to another workgroup in the department. 

o Group Self-esteem Sub-scale (Cronbach‟s alpha = .814) 
§ *I think my immediate workgroup has little to be proud of. 
§ I feel good about my immediate workgroup. 
§ *I have little respect for my immediate workgroup. 
§ *I would rather not tell that I belong to my immediate workgroup. 

 
§ As a female academic in the ANU (Cronbach‟s alpha = .776) 

o Social Self-Categorisation Sub-scale (Cronbach‟s alpha = .841) 
§ I identify with other female academics in the ANU. 
§ I am like other female academics in the ANU. 
§ Being a female academic in the ANU is a reflection of who I am. 

o Group Commitment Sub-scale (Cronbach‟s alpha = .434) 
§ I would like to continue working with other female academics in 

the ANU. 
§ *I dislike being a female academic in the ANU. 
§ *I would rather belong to another network for professional 

females. 
§ My immediate workgroup is a reflection of who I am. 

o Group Commitment Sub-scale (Cronbach‟s alpha = .699) 
 
*	  Items	  are	  reverse	  coded	  
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§ 3*I think female academics in the ANU have little to be proud of. 
§ I feel good about female academics in the ANU. 
§ *I have little respect for female academics in the ANU. 
§ *I would rather not tell that I am a female academic in the ANU. 

 
 
 

Hersby et al.’s (2008) Measure for Support of Network Initiatives (Cronbach‟s alpha = 
.960) 

 
§ To what extent will you commit to supporting internal networks for female 

academics? 
§ To what extent will you commit to supporting external networks for female 

academics? 
§ To what extent will you commit to supporting a mentoring programme for female 

academics in the ANU? 
§ To what extent will you commit to establishing connections to female academics‟ 

association and networks? 
§ To what extent will you commit to providing tools and resources to support career 

planning and development of female academics? 
 
 
 

Hersby et al.’s (2008) Measure for Collective Benefit (Cronbach‟s alpha = .568) 
 

§ The network should target the professional advancement of women as a group 
§ The network should remove barriers for groups that are disadvantaged 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

*	  Items	  are	  reverse	  coded	  
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