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CHAPTER 1  

INTRODUCTION 

1.1 Study framework 

Women in academia are less successful in terms of achieving their career objectives 

compared to men in respect of a commonly agreed set of indicators, i.e. academic rank 

(Sabatier, Carrere, & Mangematin, 2006; Sanders, Willemsen, & Millar, 2009; Wright & 

Guth, 2009), leadership positions (AVCC, 2008; European Commission, 2009), and  income 

(Knapp, Kelly-Reid, & Ginder, 2010; Long, 2001; Monroe, Ozyurt, Wrigley, & Alexander, 

2008; Takahashi & Takahashi, 2009). Put simply, women are less likely to reach higher 

academic level and the highest management levels in academia, and are more likely to earn 

lower salaries (Manchester, Leslie, & Kramer, 2010) than men. In addition, women in 

academia are less likely to experience satisfaction with their work (COACHE, 2010; Okpara, 

Squillace, & Erondu, 2005) and to be engaged with their work (Burke & El-Kot, 2010; 

Koyuncu, Burke, & Fiksenbaum, 2006) than men. These findings raise concerns about 

unresolved phenomena in academic careers among men and women around the world, and 

deserve further investigation. 

Some general possible explanations of the underrepresentation of women in higher 

academic levels and leadership positions in academia include family responsibilities (Eagly, 

2001) and discrimination (Kottke & Agars, 2005). However, these explanations have mostly 

been drawn from developed countries (mostly Western countries) and rarely from developing 

countries, and therefore may not be relevant or applicable to an Indonesian setting due to 

differences in culture (Yeganeh, Su, & Chrysostome, 2004).  

Careers in Indonesian academia are built around three types of positions: structural 

positions (the highest level of which is head of bureau), academic positions (the highest level 
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being professor), and leadership positions (with rector being the highest level). Career 

advancement for these three types of positions develops along three different paths, all of 

which are based on nationally prescribed policies, regulations, and guidelines. The policy is 

that promotion to a structural position is based on rank, education and training, experience, 

and competence (Indonesian Govt., 2000c). Academic promotion is based on accumulated 

credit points for education level, teaching, research, community services, and supporting 

activities (Indonesian Govt., 2009a). Promotion to the higher leadership positions, i.e. dean 

and rector, involves a political election process in each university in addition to formal 

requirements such as rank, educational background, and other qualities.  

In theory, these mechanisms provide equal opportunities for men and women to ascend 

to the highest possible positions. It is argued here, however, that formal regulations and 

criteria, which underpin fair practice and make it easy for organizations to assess practice and 

outcomes, do not guarantee that the associated processes and practices are merit-based and 

therefore bias-free (Loughlin, 2000). Decisions regarding academic promotion are based on 

written documents, but the way that the quality of these documents is interpreted depends on 

individual and organizational values. The use of interviews as a recruitment practice can also 

disadvantage some candidates. Organizational culture may supersede the intentions of formal 

policy (Ismail, 2008). The cultural association of leadership qualities with masculinity may 

make it difficult for women to assume a leadership role due to their gender identity, which 

contradicts the masculine leadership norm (Eagly & Karau, 2002; Kark & Eagly, 2010). The 

question remains whether the implemented regulations and practices affect female and male 

academics similarly or differently. Therefore in this study I investigated whether the policies 

of equal opportunity have similar or different effects on men’s and women’s academic career 

advancement, specifically in Indonesian academia. Conducting this research will expand my 

understanding of gender and career advancement in academia specifically in Indonesia. 
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1.2 Purpose of study 

The principal purpose of the study is to gain a comprehensive understanding of career 

advancement in Indonesian academia, from a gender perspective. To achieve this purpose, I 

used three different research approaches.  

In the first study I conducted an institutional survey to investigate the occupational 

status of women in administrative, academic, managerial and leadership positions, in order to 

gain more conclusive information regarding women’s career advancement in Indonesian 

academia, as compared to men (Chapter 3).  

In the second study I explored barriers to academic career advancement (Chapter 4), 

particularly those that women face in advancing to higher academic rank and leadership 

positions in Indonesian academia.  

The third study comprised survey research into success factors (Chapter 5) that 

contribute to both objective and subjective career success in academia.  

1.3 Women’s representation 

To set the stage for the studies outlined above, this section provides an overview of the 

representation of women in the global labor market, in management positions, and 

particularly in the academic arena, as compared to men. In doing so, we will look specifically 

at the US (as the primary source of empirical evidence on these topics), the Netherlands (as 

the host country of this project), and Asia and Oceania (as relevant reference categories to 

Indonesia) for comparisons to the situation in Indonesia.  
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1.3.1 Women in the labor market 

Since the 1970s women have increased their share of the labor force. The increasing 

participation of women in paid work has been driving employment trends and the gender gap 

in labor participation rates has been shrinking. Recently, Shriver (2009) launched a report 

suggesting that, for the first time, women have become the majority in the US workforce and 

mothers are now the primary or co-breadwinners in two-thirds of American families. The 

trend in growing female employment is also occurring in more advanced countries, such as 

the Netherlands, in which female participation in the workforce doubled, from 31% in 1975 

to 69% in 2006 (Euwals, Knoef, & Vuuren, 2007). Many other OECD (Organization for 

Economic Co-operation and Development) countries are also experiencing such a trend 

(OECD, 2004).  

Similar trends occur in Asian countries, where the annual average employment growth 

for 2000-2007 was higher for Asian women than for Asian men, and the employment-to-

population ratio for Asian women was higher than the world average for women. Asian 

women have certainly been an engine of the region’s economic dynamism (ILO & ADB, 

2011). Factors that gauge such growth include a number of policy instruments such as the tax 

treatment of second earners (relative to single individuals), childcare subsidies, child benefits, 

paid maternity and parental leave, and tax incentives to encourage spouses to share their 

participation in the labor market (OECD, 2004). 

However, gender inequality in labor markets remains a persistent phenomenon. Women 

continue to face a variety of challenges relating to access to employment, choice of work, 

working conditions, employment security, wage parity, discrimination, and balancing the 

competing burdens of work and family responsibilities (ILO & ADB, 2011; Reskin & Bielby, 

2005). In developing countries, gender gaps in the labor market are more pronounced, and are 
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often exacerbated by gendered patterns in occupational segregation. Women typically work 

in a narrow range of sectors; they experience frequent job moves due to a limited labor 

market; they are heavily represented in the informal economy; and they are generally 

employed in lower paid positions (ASEAN, 2007; ILO & ADB, 2011). 

1.3.2 Women in management 

The literature acknowledges that, on average, female participation in management jobs 

remains very low, with women significantly underrepresented in senior positions and 

clustered in industries and occupations that are segregated by gender. Men are in the majority 

among managers, top executives and higher levels of professional workers, while women are 

still concentrated in the lower categories of managerial positions (Wirth, 2004). In 2013, 

women CEOs in the US Fortune 1000 companies were 4.6%; and it was concluded that it will 

take another 70 years for women to be equally represented in corporate leadership positions 

(Catalyst, 2014).  

In the Netherlands as of August 2013, women represented 13.7% (90) of the 658 

executive and non-executive directors in the 85 listed companies. Specifically for executive 

directors, women only represented 4.7% and for non-executive directors 18.0% (Lückerath-

Rovers, 2013). Furthermore, research on the Top 100 companies of the New Zealand Stock 

Exchange (NZSX) revealed that only 4% of companies were headed by women; 21% of the 

564 filled senior management positions reporting to the CEO were held by women; and when 

CEOs are included, 19% of senior leadership personnel were women (McPherson, 2010).  

The growth of the number of women in management positions is slower than that of 

men. The US Government Accountability Office reports that the number of women in 

management positions grew by only one percentage point between 2000 and 2007, with 

women holding 40% of management jobs in 2007, compared to 39% in 2000 (Riley, 2010). 
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However, the most recent report on women in senior management by Grant Thornton (2013) 

showed that globally the number of women in senior management positions grew from 21% 

in 2012 to 24% in 2013. Furthermore, women held 29% of senior leadership positions in Asia 

Pacific region, and specifically in China women held 51%. In ASEAN countries 32% of 

senior management positions were held by women with the Philippines, Thailand, and 

Vietnam being above the regional average percentage.  

Finally, not only are women underrepresented in management positions, but on 

average, female executives are paid lower than their male counterparts employed at the same 

level of management (Paul & Sahni, 2009). This is contrary to the fact that those companies 

which perform best in terms of corporate governance and profits are those in which women 

are highly represented at board or top-management level (Desvaux, Devillard-Hoellinger, & 

Baumgarten, 2007). In summary, in a comparison of overall employment, women continue to 

be underrepresented in management positions and are inequitably hired, promoted, and 

rewarded (Zhong & Couch, 2007). 

1.3.3 Women in higher education 

In many countries in Europe, Africa, and Asia, women’s participation in higher 

education has improved due to, among other things, positive attitudes toward girls’ education 

(UNESCO, 2012). Since 2005, female enrollment has continued to grow, and in many 

regions of the world, women make up more than 50 percent of the total enrollment in tertiary 

education. In 2010, in the EU-27, the percentage of female students (55%) and graduates 

(59%) was higher than that of male students; however, the percentage of female PhD students 

(49%) and PhD graduates (46) was lower than that of male PhD students  and graduates. In 

addition, the number of female PhD graduates was equal to or more than that of male PhD 

graduates in all broad fields of study. However, the number of women PhD graduates in 
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science, mathematics and computing (40%), as well as in engineering, manufacturing and 

construction (26%) was less than that of men PhD graduates (European Commission, 2013). 

According to UNESCO (2012), globally, the number of women enrolled in tertiary 

institutions grew almost twice as fast as that of men. While the number of male students 

quadrupled from 17.7 to 75.1 million between 1970 and 2007, the number of female students 

grew six fold from 10.8 to 77.4 million. In addition, the tertiary enrolment ratios of men and 

women reached parity around the year 2003; however, since then, the average global 

participation of women has been exceeding that of men. In North America and Europe, the 

female participation ratio is one-third higher than male participation. Disparities also favor 

women in Latin America and the Caribbean as well as in Central Asia. Today, men and 

women enrolment ratios in the Arab States are almost identical, indicating gender parity. If 

trends continue, women will soon take the lead in that region as well.  

This trend is also observed in Southeast Asian countries. In Singapore, women 

participation rates at all higher education institutions have increased over the past four 

decades from 25.2% in 1960 to 48.7% in 2000 (Tan, 2006). In Indonesia, the participation 

rate in the higher education sectors is between 10-30% and the gender gap is relatively 

narrow, with 52% male students and 48% female students in diploma/polytechnic programs 

and 58% men and 42% women in undergraduate programs (Nizam, 2006). The disparity at 

the postgraduate levels in Indonesian higher education could be predicted to be wider. 

1.3.3.1 Initiative of gender equity 

In developed countries, initiatives to promote the advancement of women in academia 

have been on the educational policy agenda since the 1980s, including the creation of 

institutions designated for women’s advancement, incentive systems and coaching for young 

women academics. In Switzerland, an equal opportunities policy to increase the proportion of 

female professors at Swiss universities was implemented in 1998. The programs include 
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financial support for employing female professors, providing career support for junior female 

scientists through mentoring, and for improving childcare opportunities and other forms of 

support for those combining family and careers (Maurer, 2010). In Australia, the policy to 

improve the representation of women particularly at senior academic and administrative 

levels has been repeatedly initiated via the Australian Vice-Chancellors’ Committee (AVCC) 

Action Plan for Women employed in Australian Universities 1999-2003 and 2006-2010, and 

the Universities Australia Strategy for Women 2011-2014 (Australian Goverment, 2010).  

Attempts to increase the representation of women in higher academic positions have 

also been initiated at the individual university level. For example, the Norwegian University 

of Science and Technology (NTNU) launched the so called ‘start-up package’ offering 

funding for key needs such as scientific equipment, research assistance and laboratory space, 

so that women academics could spend less time on administrative tasks and more on research 

activity right from the start (Rustad & Rødland, 2010). Many other universities, especially in 

developed countries, have implemented the same policy with a view to facilitating women’s 

career advancement in academia. 

The increased participation rate of women in higher education and the implementation 

of equal opportunity, however, have not yielded parity between female and male academics, 

especially in the higher ranks, management positions, and also in terms of earnings. Despite 

the proportion of women in academic posts having risen to 36% and having doubled to 19% 

at the professorial level, it remains apparent that women are still underrepresented at a senior 

level in academia (Sabatier et al., 2006; Wright & Guth, 2009). For example, in the US, 

women have been found to hold about 24% of the full professor positions available (West & 

Curtis, 2006). Moreover, in the US, ‘tenured professors are four times more likely to be male’ 

(Monroe et al., 2008, p. 216). In the EU-27, women represented 44% of grade C academic 
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staff, 37% of grade B academic staff and only 20% of grade A academic staff (European 

Commission, 2013). Similarly, in Australia, as of 2005, 54% of entry level academic staff 

were women; however, the parity starts to wane after this level. The number of women at 

Level B (lecturer) was 48%, at Level C (senior lecturer) 35%, at Level D (associate 

professor) 26%, and at Level E (full professor) 17% (AVCC, 2008).  

In some Asian countries, such as China, female professors represent 19.3% of the total 

number of professors (Zhao, 2007). In Southeast Asian countries, such as Malaysia, women 

have been reported to make up 22.1% of all professors (Ismail & Rasdi, 2006). This contrasts 

with the number of women academics in public higher educational institutions more 

generally, where there are slightly more women than men (men = 47.6%; women = 52.4%) 

(Sirat, 2006).  

Worldwide, women’s achievements in higher leadership positions have not yet reached 

a critical mass. Women have been found to represent only 14% of senior leaders in 133 UK 

universities (Eggins, 2009), whereas in the US women held only 23.3% of all college and 

university presidencies (American Council on Education, 2007; Catalyst, 2011). Women 

account for 25% of the 20 rectors in Finland’s universities (Finland Female, 2009). In 

Australia in late 2009, 18% (or 7 of 39) of Vice-Chancellors were women, 34% of Deputy 

Vice-Chancellors were women and just 40% of senior administrative staff were women 

(Australian Goverment, 2010). Figures from China in the late 1990s show that there were 

approximately 20 women presidents or vice-presidents (Leathwood & Read, 2009), whereas 

in Thailand women accounted for just over 25% of executive positions across academic 

institutions (National Statistical Office, 2009).  

In addition, there is an indication that the average salary for women faculty members is 

roughly 80% of their male counterparts. This division correlates with rank; salary rates for 
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instructors and lecturers are roughly equal by gender, whereas clear differences between 

genders are evident at higher ranks, regardless of the type of institution or contract (Monroe 

et al., 2008). 

Indonesia. In Indonesia, commitments to enhance women’s rights have been realized in 

the form of regulations and law as well as in national and international conventions related to 

gender equality. The Indonesian President issued a decree mandating gender mainstreaming 

in the government sector (Indonesian Govt., 2000a). The Indonesian Government, through 

the Ministry of Women and Child Protection, targets the Gender Equality Law enacted and 

implemented in 2011 (Ministry WCP., 2011). This law aims at implementing gender-

sensitive policies in all ministries and local governments.   

One specific effort to enhance the participation and advancement of female academics 

in Indonesia was the establishment of Women’s Study Centers (Pusat Studi Wanita or PSW) 

at state universities. Many private universities followed suit, with the number of centers 

reaching 132 by 2005 (Robinson, 2009). These centers promote research and scholarship for 

women and provide input into policy agendas in the universities concerned. Although the 

PSW do not only involve women academics, women play the dominant role; and women 

scholars head the centers. They have constituted new forms of officially sanctioned women’s 

organizations predicated on women’s professional roles and are expected to accelerate more 

active participation of female academics in university management and policies. Most 

importantly, the PSWs provide a training ground for women to exercise their abilities in self-

development and preparation for future leadership. 

Despite these commitments, women are still underrepresented in the higher academic 

and leadership positions in Indonesian academia. For example, women represented 5.88% of 

the 153 total of professors in 14 state Islamic universities, while the percentage of female 
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students was 50.49% (MoRA, 2003). It is estimated that women represent only about 3% of 

full professors in the 133 State Higher Education Institutions (SHEIs) in Indonesia. 

Furthermore, none of the rector positions in 133 SHEIs is held by a woman (MoEC, 2008; 

MoRA, 2008). Similarly, in the management position, although the number of women 

employed in the public sector, such as universities in Indonesia has reached 45.5%, only 9% 

have succeeded in reaching the highest echelons; the majority occupy lower echelons 

(UNDP, 2010).  

In Indonesian state universities, the salary levels are mainly based on the Public Civil 

Servant (PCS) rank and academic rank as well as the length of employment. Furthermore, 

both men and women academics are entitled to an automatic biennial salary increase 

provided by the government. Thus, the salary scales of men and women in the same levels of 

PCS and academic ranks can be expected to be the same. Even so, there has not been a 

systematic study about the average salary of female and male academics in Indonesian 

academia.  

To sum up, Manchester, Leslie and Kramer (2010) noted that women in academia have 

less successful career outcomes than men: they are less likely to reach professorial and the 

highest management levels and are more likely to work in less prestigious institutions and 

earn lower salaries.  

1.4 Contribution of study 

The main purpose of the study is to gain a comprehensive understanding of career 

advancement in Indonesian academia, from a gender perspective. Specifically, this study 

aims at investigating the occupational status of women in administrative, academic, 

managerial and leadership positions, as compared to men; exploring barriers to academic 

career advancement, particularly those that women are facing in advancing to higher 



12 
 

 
 

academic rank and leadership positions; and exploring and explaining success factors that 

contribute to both objective and subjective career success in academia.  

The study will contribute to our current understanding of gendered career advancement 

in Indonesian academia in several ways. First, to date, little research on gendered career 

advancement in Indonesian academia has been done. In her study of ten Indonesian 

universities, Astuti (2001) found that only two women had become deans and only two had 

served as vice rectors. However, this study was limited in sample and did not scrutinize the 

fundamental factors behind underrepresentation of women in higher positions. Murniati 

(2012) conducted qualitative research in Indonesian universities on how women academics 

navigated their way to top leadership positions. While the results are illuminating for the 

present study, her research subjects were drawn from two public research universities, and 

the research itself did not include how women advance their academic rank. Therefore, it 

remains unclear how far female academics advance their careers compared to their male 

counterparts, especially in academic and leadership positions. This study aims to fill this gap 

and constitutes an early but more comprehensive endeavor to investigate and uncover the 

gendered nature of career advancement in Indonesian academia. 

Second, the epistemology chosen here is predominantly positivist or objectivist (gender 

as a variable), while in our efforts to contextualize we bring in (some, minor) aspects of the 

constructivist approach (gender and career as social constructions). Combining these 

approaches is increasingly common in cross-cultural management research (Yeganeh et al., 

2004), to create insight into emic and etic patterns. According to Yeganeh et al. (2004, p. 73) 

“the emic approach attempts to describe a particular culture by investigating specific aspects 

of concepts or behaviors….. The etic approach, on the other hand, involves developing an 

understanding of a construct by comparing it across cultures using predetermined 
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characteristics.” Furthermore, contextualization may provide a better assessment of the 

applicability of the theory, allow for maximizing generalizability and examining important 

phenomena and relationships in depth (Bamberger, 2008). Using this approach we hope to 

contribute to the scholarly conversation and further development of theory of gender and 

career advancement in academia. 

Third, many of the career studies employ either (predominantly) quantitative or (rarely) 

qualitative approach. This study uses a mixed method approach (explained in more detail in 

Section 1.5) to achieve a more comprehensive understanding of career advancement in 

Indonesian academia. Thus, this study would contribute to the tradition of using mixed 

method approaches in career research. 

Fourth, the number of female academics has risen in the last couple of decades, and it is 

likely to increase again in the future. However, such an increase has not resulted in female 

academics achieving parity in higher academic rank and leadership positions. Leaving this 

disparity unresolved means not only wasting important talents that staff have to offer to 

organizations, but could also result in decreasing quality of performance by staff and the 

organization alike. Furthermore, inadequate understanding of the barriers to and correlates of 

career success in academia may make it difficult for organizations to implement necessary 

policies for career development, specifically for disadvantaged groups of employees. This 

study will provide illumination of the barriers to career advancement and factors that affect 

career success, particularly in Indonesian academic settings where policies and practices 

aimed at reducing gender disparity in higher academic and leadership positions may be 

initiated.  
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1.5 Methodology and design 

In this section, the methodology employed in the present thesis is briefly described. 

Details of methods are presented in the chapters concerning the field research undertaken. To 

achieve its purpose and objectives, this thesis takes a multimethod approach. Multimethod 

research entails the application of two or more sources of data or research methods to the 

investigation of a research question or to different but highly linked research questions. Such 

research is also frequently referred to as mixed method research (Creswell & Plano Clark, 

2011). In the last three decades, researchers have increasingly turned to mixed methods, 

combining qualitative and quantitative methods within a study (Ridenour, Benz, & Newman, 

2008). It is also increasingly accepted that quantitative and qualitative aspects of research can 

be integrated in what Johnson and Onwuegbuzie (2004) have called the ‘third wave’ of the 

research movement, offering a logical and practical alternative to social understanding.  

Multi-method research is considered suitable for answering the main questions of the 

current study by looking at the career system or process in academia, by showing the 

numerical representation of men and women in higher positions, by means of interviews to 

contextualize and understand gendered career processes and barriers and to support survey 

development, and by means of a survey to explain and test hypotheses about the correlates of 

career success. Both quantitative and qualitative data are needed to achieve these objectives. 

Using both quantitative and qualitative approaches is mutually strengthening and improves 

the validity of research findings (Ivankova & Stick, 2006; Plano Clark, Huddleston-Casas, 

Churchill, O'Neil Green, & Garrett, 2008). Combining these varying data in the design 

achieves a more comprehensive understanding of career advancement in Indonesian 

academia.  
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Four stages for conducting this study are depicted in Figure 1.1. In the first stage we set 

out the contextual background, developed research purpose and objectives, and created 

research design. Then, we moved on to stage two to review literature pertaining to general 

theories and known correlates as well as predictors of career advancement, which provide a 

theoretical foundation for conducting empirical studies. In stage three we conducted three 

empirical studies which included both qualitative and quantitative methods for preliminary, 

exploratory and explanatory purposes.  

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.1. Stages of the study 
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The preliminary study as described in Chapter 3 was descriptive in nature, to portray 

data and characteristics about the population (Singh, 2007) in the form of descriptive 

statistics such as frequencies and averages of data gathered. This provided the descriptions of 

demographic profiles of Indonesian academics in terms of their administrative and academic 

ranks and managerial and leadership positions. In addition, this study provides contextual 

background regarding career structure and promotion process in Indonesian academia. This 

part of the study was felt to be crucial as the baseline data has, to date, been limited, leading 

to an ambiguous conclusion about the status of men and women employed in Indonesian 

academia. The data on the status of men and women in academia served as a foundation to a 

follow-up qualitative study for exploring issues underlying the nature of women’s career 

advancement.  

The interview study described in Chapter 4 was the qualitative component of this study 

and served as exploratory purposes. Essentially, the qualitative study is located within the 

hermeneutic/interpretive paradigm in social research. The assumption of this paradigm is that 

all human behavior is based upon meaning, which people attribute to and bring to situations. 

Behavior, then, is not caused in any mechanical way, but rather is continually constructed and 

reconstructed on the basis of people’s interpretations of the situations they are in (Punch, 

1998). In turn, the researcher seeks to understand the meanings that individuals attach to their 

social situations, to their own actions, and to the actions of others. The purpose of using this 

method was not to produce a standardized set of results, but rather to produce a coherent and 

illuminating description and perspective of the people or groups that are of interest to them – 

their ideas, attitudes, motives, and intentions (Henn, Weinstein, & Foard, 2006). We used an 

inductive approach in this qualitative study using interviews to identify key issues and key 

variables pertaining to career advancement to higher academic ranks and leadership positions 

in Indonesian academia including barriers and opportunities for women.  
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The last quantitative empirical study in the present thesis was conducted to explore and 

explain the nature of relationships between correlates and predictors of career outcomes in 

academia. This study involves exploring possible gender and institutional differences in the 

data and testing hypotheses that provide an understanding of the relationships that exist 

between variables. Such relational research is undertaken to determine a certain variable 

causing a certain behavior to emerge and the nature of the causal relationship (Singh, 2007). 

Variables supporting and hindering career success for women in Indonesian academia 

identified in the qualitative part of the study were incorporated with known predictors of 

career success in academia from earlier research. 

The final stage of the study was to draw general conclusions from empirical studies and 

to set out its contributions to both theory and practice. 

1.6 Organization of study 

The present thesis is organized into six chapters (cf. Figure 1.1). Chapter 1 provides 

rationales and contexts as well as the global research design and approaches taken to achieve 

the purposes set herein. Chapter 2 presents a literature review concerning systems, processes, 

predictors and outcomes of careers in academia. Although not exhaustive, the discussion in 

the literature review sets the foundation upon which a series of field research activities was 

conducted and against which their results are discussed.  

Chapter 3 reports and discusses the methods and results of empirical study one 

(quantitative), using a survey of ten universities conveniently selected to delineate the status 

of women in administrative and academic ranks, and managerial and leadership positions. In 

addition, careers in Indonesian academia are discussed in terms of their structure and 

promotion process. Chapter 4 presents the results of empirical study two (qualitative) based 
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on in-depth interviews with 25 lecturers with differing backgrounds, to explore the challenges 

they face in their academic career. The discussion of findings is also provided.  

Chapter 5 provides the methods and results of empirical study three (quantitative) based 

on a nationwide survey among Public Civil Servant (PCS) lecturers working in State Higher 

Education Institutions (SHEIs). The study is based on the answers given by the 469 

respondents who returned the questionnaires. Having presented the relevant information 

garnered from respondents, we present the result of exploratory analysis discussing gender 

and institutional differences tested using General Linear Model (GLM). For the explanatory 

analyses, we developed three sets of hypotheses and tested them using regression analysis. 

The first set of hypotheses is concerned with the moderating role of gender on the 

associations of human and social capital with career attainment (academic rank and 

leadership position). The gender effect is tested against human capital (e.g., publications) and 

social capital (e.g., extra-organizational involvement) variables. The second set of hypotheses 

deals with the moderating role of gender on the associations of ambition and family support 

with income and career satisfaction. In the analysis, the gender effect is combined with 

ambition and family support. The third set of hypotheses is concerned with the moderating 

role of gender on the associations of proactivity and organizational politics with work 

engagement. The analyses, results, and discussions are presented.  

Chapter 6 provides a summary and the discussion of the findings from the whole 

research in this thesis. It then sets out the limitations of the study and, finally, advances 

suggestions for further research and examines the practical implications of this research. 
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CHAPTER 2  

LITERATURE REVIEW 

2.1 Career success theory 

In modern times, work -putting in effort in order to make something, to achieve 

something, and to produce a desired effect- is a vital part of life. It provides sources of living, 

social identity, creativity development and life challenge  (Morin, 2004). Career arises from 

the interaction of individuals with organizations and society, and is an individual’s life 

journey. Various dictionaries provide numerous definitions for the noun ‘career’; however, 

the common thread is ‘pursuing one’s life work’ (Bopp, Bing, & Forte-Trammell, 2009, p. 

33). Feldman (1996) defines career as the sequence of jobs a person has during his or her 

work history and Van Maanen and Schein  defined career as "an organized path taken by an 

individual across time and space" (1977, p. 31). 

These two definitions capture a traditional description of career, one that is restricted to 

a professional work life including advancement. The broader conceptual definition of career 

includes ‘the variety of occupational roles which individuals will undertake throughout life’. 

It includes ‘paid and self-employment; the different occupations which a person may have 

over the years and periods of unemployment; and unpaid occupations such as that of student, 

voluntary worker or parent’ (McMahon & Patton, 2006, p. 4). A more concise definition is 

offered by Arthur,  Khapova & Wilderom (2005, p. 178): ‘the unfolding sequence of a 

person’s work experiences over time’. The concepts of time and life are included in the 

definitions, so that the concept of career has expanded to cater to prevocational and post 

vocational activities, as well as other non-work related roles and contexts. 

Several influential career researchers have developed conceptual models of career 

success. Judge, Cable, Boudreau, & Bretz (1995) develop and test hypotheses on the effects 

of demographic (e.g., age and marital status), human capital (e.g., education and tenure), 
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motivational (e.g., ambition) and organizational (e.g., organization size) variables on 

executive career success both objectively (pay and ascendancy) and subjectively (job 

satisfaction and career satisfaction). The findings of their study show that demographic, 

human capital, motivational and organizational variables predict objective career success and 

subjective career success (career satisfaction). In addition, Seibert, Kraimer, & Liden (2001b) 

develop and test hypotheses on the effects of interrelated social capital variables (network 

structures, social resources, and network benefits) on both objective career success (current 

salary) and subjective career success (career satisfaction). Their study suggests that social 

capital is important to career success, and that social capital variables should be included in 

future research on career success. 

The conceptual framework developed for this thesis is the integration of the two 

theoretical models tested here in terms of the associations of career predictors and career 

outcomes. Figure 2.1 displays the generic conceptual framework of career success in 

academia. 

 

 

 

 

 

Figure 2.1. Generic conceptual framework of career success in academia 
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2.2 Objective and subjective career success 

Individuals may develop the meaning of career success differently (Dries, Pepermans, 

& Carlier, 2008) as they base their construction of the meaning on their evaluation of their 

career projection (Ebadan & Winstanley, 1997). Career success has been defined as the 

positive psychological or work-related outcomes or achievements individuals have 

accumulated as a result of their work experience (Ng, Eby, Sorensen, & Feldman, 2005, p. 

368). Career success is typically conceptualized along two dimensions: objective (extrinsic) 

and subjective (intrinsic) (De Pater, 2005; Heslin, 2005).  

Objective career success is the structural and public aspect of a person’s career, as 

measured against objective, verifiable and measurable (in an interpersonal way) criteria such 

as span of control, income or salary level, advancement or promotion rank, and occupational 

status (Kern, Friedman, Martin, Reynolds, & Luong, 2009). Subjective career success is the 

individual’s assessment of both objective and subjective rewards in his or her career, i.e. the 

meaning that individuals attribute to their career and its evaluation according to personal 

criteria such as satisfaction. As Gattiker and Larwood (1986) noted, subjective career success 

is a multi-dimensional construct the facets of which can be measured by several factors. The 

concept of subjective success implies that individuals measure how successful they are 

according to personal criteria. Furthermore, subjective judgment is influenced by both 

objective criteria and individual aspiration levels, social comparisons to relevant others, and 

situational constraints such as opportunities for advancement in a profession (Seibert et al., 

2001b). 

While objective measures of success are important, they may not be the only measures 

an individual wants to achieve. Individuals expect a lot more from their careers other than 

compensation, promotion, and other objective measures. Individuals also expect to learn new 
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skills, to face challenges, and to achieve a good work-life combination, among others 

(Gattiker & Larwood, 1986). In addition, some recent research (e.g., Barnett & Bradley, 

2007) indicates that the level of income, status, and promotion that determine an individual’s 

career achievement may disappear once employees have achieved a certain level of 

compensation. What is more important to them is the personal satisfaction derived from their 

careers (Hofmans, Dries, & Pepermans, 2008).  

It is also pointed out that when a relationship between objective and subjective career 

success is found it is influenced by different factors (Ng et al., 2005). For example, a certain 

relationship may be found in male but not in female groups (Mayrhofer, Meyer, Schiffinger, 

& Schmidt, 2008). Furthermore, objective and subjective career success may be totally 

distinct from each other (Breland, Treadway, Duke, & Adams, 2007). Thus, there is a need to 

understand further the dynamics of career success in academic settings by looking at both 

objective and subjective measures.  

2.3 Careers in academia 

In general, the term ‘academia’ refers to the people and institutions dedicated to the 

activities of teaching and learning, including research and discovery. This would include 

schools, colleges, universities, students, teachers, professors, researchers, and the 

administrators of the institutions. Academia can be characterized by its knowledge-intensive 

and highly cognitive work where the development and exchange of ideas are constantly 

brewing in people’s minds. The academic community has distinct properties, compared to 

other employment communities. It represents a collection of cultures, values, and routines 

embedded in a unique existence. Among values shared by an academic community are 

interest in knowledge, critical thinking, exhaustive inquiry, specialized knowledge, 
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disputation, openness, skepticism, tolerance, reflection, honesty, respect for intellectual 

property, collegiality, critique, and academic freedom (Wallace, Schirato, & Bright, 1999). 

The academic profession varies by country according to different national laws and 

regulations that impact the shape and practices of the academic profession and the social and 

economic conditions in different regions and countries around the world (Enders, 2006). 

Despite differences in tradition and outlook, some basic characteristics of the academic 

profession may be identified.  Among the primary values of the profession in academia are 

autonomy and academic freedom. Academics usually value these two features as an 

important guiding behavior for their careers. In the European tradition, academic freedom has 

been defined as the freedom to teach and research and the right to contribute to their 

academic communities according to the standards and rules of the academic world (Enders, 

2006). In the American tradition, academic freedom is expanded to cater to the civil freedoms 

of academics, their political freedom and right to speak and write outside the area of 

academic expertise (Shils, 1991). Academic staff members are generally well rewarded by 

extrinsic and intrinsic aspects of their profession. They are considered well rewarded by their 

status and income as well as by their social position within society. 

The academic careers offered in universities depend on the type and the size of the 

employing organizations (universities), and the academic title and ladder vary from one 

country to another. However, the underlying feature of academic careers across countries is 

similar, that is to denote upward mobility and path dependencies in which as a rule one 

cannot achieve the position of professor without having been in the position of assistant. The 

European University Institute (2013) provides a useful summary of academic ranks based on 

country. For example, in Dutch universities, the permanent scientific staff consists of 

Universitair Docent (UD, Lecturer), Universitair Hoofddocent (UHD, Associate Professor), 
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and Hoogleraar (Professor). The traditional academic levels in the US include Assistant, 

Associate and full Professor. In Australian universities, academic positions are categorized 

into five levels. Level A appointments include Associate or Assistant Lecturer, Senior Tutor, 

Tutor, Research Officer; Level B is Lecturer; Level C is Senior Lecturer; Level D is 

Associate Professor and/or Reader; and Level E appointments are Professor. In Indonesia, 

academic positions include Expert Assistant, Lecturer, Head Lecturer, and Professors 

(Coordinating Minister, 1999).  

The kind and level of leadership positions offered in universities also depend on 

institutional type, culture, and history, yet they also share much in common; the bigger the 

university the wider the opportunity of leadership positions. The title of the highest leadership 

positions in the university also varies across countries, but the positions are equivalent. In the 

United States, the head of a university is most commonly a university president. In US 

university systems that have more than one affiliated university or campus, the executive 

head of a specific campus may have the title of Chancellor and report to the overall system’s 

President, or vice versa. In most Commonwealth nations, the Chancellor is usually a titular 

(ceremonial figurehead), non-resident head of the university. In such institutions, the chief 

executive of a university is the Vice-Chancellor, who may also carry a title such as one of the 

alternates listed above (‘President and Vice-Chancellor’). The Chancellor may serve as 

chairperson of the governing body (the council or board of governors); if not, this duty is 

often held by a chairperson who may be known as a Pro-Chancellor. In Indonesia, the 

common name of the chief academic officer is Rector, usually assisted by three to four Vice-

Rectors. 

Studies of careers in academia look at similar predictors as suggested by general 

models of career success, including accumulative advantage, sponsored mobility, and contest 



25 
 

 
 

mobility (Miller, Glick, & Cardinal, 2005). Commonly discussed in the sociology of science, 

accumulative advantage suggests that individuals graduated from prestigious universities 

would be more successful in their careers than those graduated from less prestigious 

universities (Miller et al., 2005). Sponsored-mobility suggests that individuals who get higher 

sponsorships from the inner circle of established elites will win the competition of gaining 

higher position (Greenhaus & Callanan, 2006). In contrast to sponsored mobility, contest 

mobility suggests that individuals will succeed in achieving a more prestigious position if 

they work hard and are persistent (Cable & Murray, 1999). Past individual achievements are 

significant factors for gaining a higher position. 

According to Baruch and Hall (2004) the understanding of careers in academia is 

limited compared to that of careers in the industrial and business sectors. Additionally, 

bringing gender and/or the Asian and Indonesian context into the study of career in academia 

complicates our understanding of career even more (Leong & Leung, 2004; Long & Fox, 

1995). Therefore, a contextualized exploration of career success predictors is needed to better 

understand career success in academia, in Indonesia. 

2.4 Career outcomes in academia 

2.4.1 Objective career success 

There has been a great deal of research studying career success using objective 

measures such as total compensation (Seibert et al., 2001b), salary and managerial level 

(Melamed, 1996), the number and speed of promotions, salary, hierarchical level (Chenevert 

& Tremblay, 2002), and job mobility (Ng, Sorensen, Eby, & Feldman, 2007). In academia, 

studies which use objective measures have included academic rank, tenure, promotion, 

salary, reputation, and honorific awards (Bayer & Astin, 1975); speed of tenure, resignation, 

and speed of promotion (Dunkin, 1991), earnings (Van Engen, Bleijenbergh, & Vinkenburg, 
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2010), and leadership (Tiao, 2006). For this study, we include academic rank, leadership 

positions, and income as indicators of objective career success in academia. 

Academic rank. Achieving the highest level in the academic ranks is one of the most 

important goals for a person working in academia. The highest academic rank (professor) not 

only enhances personal reputation, but also the reputation of the university. For an institution, 

a large number of professors is very important, indicating that it has diverse expertise and is 

ready for national and international competition. Reaching top academic rank is difficult for 

many academics. Those who hold the highest academic level can be considered as successful 

in their academic career. 

Leadership position. Another indicator of tangible career outcome in academia is 

holding a leadership position in an organization. Having such a position might be equated 

with having occupational status, which is related to societal perceptions of power and 

authority afforded by the job and its association with increased job-related responsibilities 

and rewards, as well as higher job satisfaction (Judge, Higgins, J., & Barrick, 1999). A 

position, especially the highest one, carries with it social and financial enhancement; and this 

might not be easily reached by many employees. Thus, the ability to reach such a position 

denotes a sense of success. 

Income. Income is the most prominent indicator for measuring objective career success 

(see e.g., Ng et al., 2005). Typically, the amount of income is largely determined by academic 

rank and the leadership position the individual holds.  

2.4.2 Subjective career success 

Among the indicators used to measure subjective career success are career engagement 

(Schaufeli, Bakker, & Salanova, 2006), career satisfaction (Greenhaus, Parasuraman, & 
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Wormley, 1990; Kirchmeyer, 1998; Ng et al., 2005), and job satisfaction (Judge et al., 1999).  

The measurement of subjective career success has been carried out extensively in 

professional and non-professional groups such as accountants, engineers, middle managers, 

insurance agents, research scientists, assembly workers and nurses. In contrast, the 

application of subjective career success in academia has been ignored by researchers (Baş & 

Ardıç, 2002). However, we assume that these indicators are potentially applicable to career 

research in academic settings. 

Career engagement. There is no need to argue that modern organizations need 

energetic and dedicated employees: people who are engaged with their work. These 

organizations expect positive personality traits from their employees, such as proactivity, 

initiative and responsibility for personal development (Bakker & Leiter, 2010). Schaufeli et 

al. (2002) defined work engagement as a positive work-related state of mind characterized by 

feelings of vigor, dedication, and absorption. Vigor refers to high levels of energy and mental 

resilience, the willingness to invest effort, and persistence while working. Dedication is 

characterized by strong involvement in one’s work along with experiencing feelings of 

significance, enthusiasm, inspiration, pride, and challenge. Absorption refers to full 

concentration, immersion, and happy engrossment in one’s work. Overall, engaged 

employees are fully involved in, and enthusiastic about their work. Work engagement can act 

as an antecedent; for example, research findings indicate work engagement is a predictor of 

customer loyalty (Salanova, Agut, & Peiro, 2005) and objective financial performance 

(Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2007). However, as defined earlier, it is a 

career consequence as engaged employees are influenced by, for example, their ambition and 

the perception of their organization as well as their personal background. 

Career satisfaction. Career satisfaction has been widely used to measure intrinsic 

career success. Career satisfaction represents an individual’s feelings of satisfaction or 
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dissatisfaction with an entire career. Researchers often equate the construct of career 

satisfaction with job satisfaction. Job satisfaction has been defined as ‘a pleasurable or 

positive emotional state, resulting from the appraisal of one’s job experiences’(Oshagbemi, 

1999, p. 388, quoting Locke). In general, job satisfaction refers to an individual’s positive 

reactions to a particular job. It is an affective reaction to a job that results from the person’s 

comparison of actual outcomes with those that are desired, anticipated or deserved 

(Oshagbemi, 1999). According to Stamps and Piedmont (1986), job satisfaction is comprised 

of six components: pay, autonomy, task requirements, organizational policies, professional 

status and interaction. Pay is defined as the dollar remuneration and benefits received for 

work done. Autonomy refers to work-related independence, initiative, and freedom occurring 

in one’s daily work activities. Task requirements refer to the aspects of the job that need to be 

done and are a regular part of the job. Organizational policies are characterized by limits 

imposed upon work activities by the organization’s formal leadership. Professional status 

refers to the overall importance or significance felt about one’s job – both in one’s own view 

and in the view of others. Lastly, interaction is defined by opportunities presented for both 

formal and informal social and professional contact during working hours. Job satisfaction is 

important because of its effect on the physical and mental wellbeing of employees; as it may 

affect absenteeism, turnover and motivation (Oshagbemi, 1996). Indeed, satisfaction with 

academic career explains faculty retention and stability in academic programs (Reed, 2006). 

2.5 Gender and career success in academia 

2.5.1 Gender roles and stereotypes 

Reviewing theories from various traditions and with different epistemologies and views 

on gender (Wallach Scott, 2010) resulted in two views of gender as a variable and as a social 

contruction. Career researchers such as Kirchmeyer (1998), Melamed (1996), and Tharenou 
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et al. (1994) have used gender as a variable in their attempts to explain gender differences in 

career success. Yet, other scholars such as Benschop and Brouns (2003) and Van den Brink 

and Benschop (2012) use gender as a social construction to explain the gendered nature of 

academic careers. While gender in this thesis is mostly treated as a variable, in this section we 

also introduce theories about gender as a social construction. 

Gender roles and stereotypes affect the divergent career advancement of male and 

female employees (Hernandez & Morales, 1999). Gender roles – defined as sets of norms 

prescribing values, attitudes, behaviors, and activities appropriate for women and men 

(Corrigall & Konrad, 2006) – can affect all kinds of behavior, including choice of work and 

career advancement (Ismail, 2008). Gender socialization prepares men and women for the 

types of activities likely to be required of them to fulfill their prescribed roles for positive 

outcomes and to be afforded appropriate opportunities. Through this socialization process, an 

individual learns and accepts roles. In the current industrial and post-industrial economies, 

these roles are so organized that men are more likely than women to assume roles in the paid 

economy and to be primary family providers, whereas women are more likely than men to 

assume domestic roles as homemakers and to be primary caretakers of children (Eagly, 2001; 

Eagly & Karau, 2002).  

The maintained roles based on sex eventually create gender stereotypes. Gender 

stereotypes refer to characteristics or attributes that are believed to characterize men and 

women (Cleveland, Stockdale, & Murphy, 2000; Kark & Eagly, 2010). Gender stereotypes 

are descriptive when they designate what women and men actually are, and they are 

prescriptive when they denote norms about how women and men should be (Heilman, 

Wallen, Fuchs, & Tamkins, 2004). Swim et al. (1989) argue that gender stereotypes are 

strong and persistent and, generally, in the performance evaluation, they affect women more 
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negatively than men. Active stereotyping of men and women has historically resulted in 

fewer opportunities for women, and this use of stereotypes in job decisions remains a concern 

today, particularly for efforts targeting women’s advancement. Gender stereotypes such as 

women’s lack of confidence to apply for promotion, not being as assertive as men, less 

ambitious or career-minded than men, and spending more time on caring and nurturing tasks, 

are partly accountable for women’s lack of progression to the senior academic positions 

(Kottke & Agars, 2005; Todd & Bird, 2000).  

Gender stereotypes reproduce gender schemas, the implicit, largely non-conscious 

beliefs about sex differences (Valian, 1998, 1999). Gender schemas ‘affect our expectations 

of men and women’ and our evaluations of their performance, and they influence the way we 

interpret the same action(s) taken by a man or a woman. The ‘most important consequence 

[of this] for professional work is that men are consistently overrated, while women are 

underrated’ (Valian, 1998, p. 52). Thus, professional women are at a slight disadvantage in 

every interaction, and these disadvantages cumulate over time to large differences between 

men and women in terms of promotion rates (Agars, 2004).  

Another effect of gender stereotypes is the ideal work culture in academia, which 

comprises a set of practices and norms constructed around the life experiences of men and 

around a vision of masculinity (Bailyn, 2003; Knights & Richards, 2003). Accordingly, the 

idealized academic work requires ‘constant attention and is intolerant to part-time work, the 

distraction that children provide, or any other distraction for that matter’ (Benschop & 

Brouns, 2003, p. 200). Thus, to become an ‘ideal academic’, someone should devote all their 

time and energy to knowledge work and not be hindered by any other (care) responsibilities. 

Men and women with family responsibilities may find it difficult to devote all their time and 

energy to compete in this culture. However, women are more likely to face difficulty in 
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adjusting to this ideal academic culture since they hold more caring responsibility than men 

do. This academic culture may result in women leaving academia (Van den Brink & Stobbe, 

2009). When this is persistent, women will be continually underrepresented in academia. In 

addition, when women enter academia as professionals, especially in masculine areas such as 

engineering, they are compelled to perform in a particular way in order to gain male 

acceptance. It is part of the strategy adopted, but in ‘doing’ engineering, women often ‘undo’ 

their gender (Faulkner, 2009; Powell, Bagilhole, & Dainty, 2009). 

The final effect of gender stereotypes is the incompatible perception of leadership 

qualities and women’s attributes. Role congruity theory suggests that, ‘perceived incongruity 

between the female gender role and leadership roles leads to two forms of prejudice: (a) 

perceiving women less favorably than men as potential occupants of leadership roles and (b) 

evaluating behavior that fulfills the prescriptions of a leader role less favorably when it is 

enacted by a woman’ (Eagly & Karau, 2002, p. 573). Women are stereotyped as having 

communal attributes, such as being interpersonally sensitive, nurturing, kind, helpful, and 

concerned about the welfare of others; whereas men are stereotyped as having agentic 

attributes, such as being aggressive, forceful, self-confident, self-sufficient, and in control. At 

the same time, people generally believe that leadership requires more agentic and less 

communal qualities (Kark & Eagly, 2010).  

Eagly and Carli (2007) argue the existence of leadership style issues in which many 

female leaders struggle to reconcile qualities people prefer in women (compassion for others) 

with qualities people think leaders need to succeed (assertion and control). These assertive, 

controlling and visionary traits are associated in most people’s minds with effective 

leadership – perhaps because a long history of male domination of leadership roles has made 

it difficult to separate male stereotypes from desirable leader characteristics.  
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As a result of these competing attributes, women have less access to leadership roles 

(Eagly & Karau, 2002; Kark & Eagly, 2010; Ritter & Yoder, 2004) and are negatively 

evaluated when occupying leadership roles (Heilman et al., 2004; Schein, Mueller, & 

Jacobson, 1989; Thanacoody, Bartram, Barker, & Jacobs, 2006). In addition, when successful 

in their management and leadership, women are subjected to negative perceptions such as 

being more deceitful, pushy, selfish and abrasive than successful male managers (Eagly & 

Carli, 2007).  Furthermore, due to persistent gender stereotypes and prejudices, women risk 

failure as they are criticized for being either ‘too’ masculine or ‘too’ feminine in their 

leadership styles. Accordingly, unlike most men, women are forced to use diverse strategies 

and thoughtful resolutions in order to realize their leadership goals. 

Many of the gender bias and stereotypes toward women in academia are often refuted. 

The National Academy of Sciences report Beyond Bias and Barriers (National Academy of 

Sciences, 2007) shows contrasting evidence related to the commonly-held beliefs about 

women in science. For example, people believe that women are not as competitive as men, 

and that they do not want jobs in academia. The evidence, however, suggests that men and 

women doctorates similarly plan to undertake postdoctoral study or pursue academic careers. 

In addition, women are said to be less productive than men in academic work. In contrast to 

this belief, the publication productivity of women faculty has increased over the last 30 years 

and is currently comparable to that of men. So, while bias and stereotypes towards women 

are persistent and do affect women’s academic careers negatively, the reality about women’s 

academic careers may be different. 

2.5.2 Family responsibility 

The labor force participation of married women has been growing in most countries 

since the 1960s, despite the fact that women still have more care and housekeeping 
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responsibilities than men (Huang & Sverke, 2007). Working married women strive to 

combine work life and family life; thus, managing the work-family interface is central to 

most women’s lives (O'Neil, Hopkins, & Bilimoria, 2007; Winchester, Lorenzo, Browning, 

& Chesterman, 2006). Nonetheless, a high degree of commitment to both work and family 

may result in work-family conflict (Perrone, Ægisdóttir, Webb, & Blalock, 2006). Greenhaus 

and Beutell (1985) defined work-family conflict (WFC) as a form of inter-role conflict in 

which role pressures from work and family are not compatible with each other. Work-family 

role conflict can emerge because work interferes with family (i.e. work overtime cancels 

home duties) or because family interferes with work (i.e. a child’s illness prevents one from 

attending the work) (Gutek, Searle, & Klepa, 1991). When it comes to conflict between work 

and family, women are likely to prioritize family. In addition, time conflict in relation to 

family and work is most frequently felt by working mothers (Halpern & Cheung, 2008). 

Although academic work provides an enormous amount of flexibility (Beninger, 2010), 

having to combine work and family responsibilities has been found to be an important barrier 

to women’s career progression in academia (Ismail, 2008; Rosser, 2004; Thanacoody et al., 

2006; Tiao, 2006; Ward & Wolf-Wendel, 2004). Women are still more likely to be the ones 

who interrupt their careers to handle work/family trade-offs, compared to men (Eagly & 

Carli, 2007). Overwhelmed by caring responsibilities, female academics may put their career 

on hold to look after their children (Buddeberg-Fischer, Stamm, & Buddeberg, 2009); they 

may have less mobility (Chesterman, Ross-Smith, & Peters, 2003); and they may have less 

time for academic activities than men do, including doing research, writing papers, and other 

academic-based networking.    

Kossek et al. (2012) discussing identity centrality of work and family roles assume that 

some people may view their family identity as more important than their work identity and 
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some prioritize their work role over family role. As women are traditionally expected to be 

involved in childcare and housework, they may view their work role as less important than 

their family role when compared to men. As a result, women may be unable to meet the 

requirements necessary for academic advancement and leadership positions. In addition, 

because of caring responsibilities, working mothers in particular are perceived as even less 

competent in academia, whereas all parents are perceived as less flexible and committed 

(King, 2008). In sum, not only do women hold more family responsibility than men, family 

responsibility affect women’s career more negatively than men’s. 

2.5.3 Organizational culture 

The concept of organizational culture is important in understanding barriers faced by 

female professionals (Ismail, 2008). Organizational culture is a system of meanings, values, 

beliefs and practices shared by the group that set behavioral norms within the organization 

(Alvesson, 2002). The workplace organizations have been male dominated for a long time;  

thus, they are organized around and support men’s work styles and life cycles, even those that 

appear to be ‘gender-neutral’ and meritocratic (Acker, 1990; Ely & Meyerson, 2000). This 

leads to the so called ‘old-boys’ networks, which are reluctant to let women join in 

(Wenniger & Conroy, 2001), and often ignore and discourage women from seeking senior 

managerial positions and other leadership roles within universities (Crampton & Mishra, 

1999). Coupled with overwhelming caring responsibilities (Eagly & Carli, 2007), women 

lack time for networking and therefore have limited access to male networks (White, 2003). 

In addition, mentoring support is also limited due to the limited number of potential female 

mentors (Thanacoody et al., 2006). 

Kanter (1993) argues that organizations engage in ‘homosocial reproductions’ and tend 

to evaluate people on the same criteria as existing senior managers –thus, minorities and 
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women become evaluated in terms of ‘white, upper middle class men’ criteria. The criteria 

used in hiring and retaining workers are heavily dependent on existing organizational 

composition. Furthermore, the prevalence of a more dominant masculine culture will 

generate gender bias, prejudice, and discrimination towards women (Ismail, 2008). Such 

organizational cultures and practices account, in part, for the slow  career advancement of 

women (Rudman & Glick, 2008; Todd & Bird, 2000), and are particularly perceived as 

negatively affecting female managers’ career progression (Tlaiss & Kauser, 2010). 

Vianen and Fischer (2002) suggested that, compared to men, women would feel less 

attracted to management positions, especially top management positions; not because of their 

ability, but because of their organizational (male) culture preferences. An online survey listed 

five barriers commonly cited by respondents, the first being corporate culture that favors 

men, followed by exclusion from informal networks, general stereotypes/preconceptions, 

perception of management that family responsibilities will interfere with work, and lack of 

women in top management (CareerWomen.com, 2003).  

Overt gender discrimination is prohibited in most countries by legislation, including in  

Indonesia (Indonesian Govt., 1999a). However, this does not mean that gender discrimination 

has vanished, but rather that it may have changed form and become more subtle, covert, 

systemic and difficult to perceive. Negative attitudes toward women and sex-typed 

stereotypes of women in the workplace continue to be reflected in discriminatory 

organizational practices through managerial recruitment and selection processes, training and 

development opportunities, performance evaluation procedures and promotions (Kottke & 

Agars, 2005; Schein, 2001). Such subtle discrimination may take the form of higher standards 

set for women compared to men in the promotion process and the placement of women in the 

positions ‘most suited’ to  being a woman (Abdul Ghani Azmi, Syed Ismail, & Basir, 2011). 
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Monroe and her colleagues (2008, p. 215) identify two  subtle forms of discrimination 

in academia: (1) ‘gender devaluation, a process whereby the status and power of an 

authoritative position is downplayed when that position is held by a woman; and (2) penalties 

for those (women) agitating for political change’. Subtle discrimination could take place in 

recruitment for academic posts and promotion systems. In recruitment, non-transparent and 

closed appointment procedures, such as using closed interviews, may put female applicants in 

a less favorable position than their male applicants. In fact, women have better success in an 

open recruitment process compared to the closed invitation procedure (Husu, 2001). In 

addition, the promotion system based on academic work may generate bias in the evaluation 

process, especially when the gender of the evaluator and the evaluated is known to each 

other.  

The practice of leadership selection in academia via political election may also be a 

form of subtle discrimination. Cantor and Bernay (1992) maintain that to succeed as senior 

leaders in the political environment of higher education, political astuteness is an inevitable 

and indispensable requirement. However, in many societies, women are encouraged to take 

on the supportive and nurturing roles rather than the competitive and aggressive roles;  they 

are socialized not to desire power and tend to be less trained in the skills needed to play 

political workplace games  (Tiao, 2006).  Furthermore, due to male-dominated organizations, 

women construct organizational politics as being masculine in character such as irrational, 

aggressive, competitive and instrumental, leading to a barrier to their career success (Davey, 

2008).  

Because of a lack of political socialization and training, many women may not only 

view words such as ‘politics’ and ‘strategies’ as dirty, but may also feel uncomfortable 

talking about them openly (Albino, 1992). A further effect is that women may have less 
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desire for power, will not often admit to wanting to battle for a position, appear reluctant to 

‘play the game’, and are likely to lack confidence and competitiveness when it comes to the 

political game (Oplatka & Tamir, 2009). In such cases, ‘sticky floors’ may limit them from 

achieving higher leadership positions (Shambaugh, 2008). Thus, the political selection of 

leaders could limit women from striving for a leadership position; on the other hand, it also 

paves a wider path for men since they are the majority and more accustomed to the politics. 

2.6 Predictors of careers in academia 

 Researchers have identified a number of factors affecting both objective and 

subjective career success, which can be categorized into individual factors, human capital, 

social capital, and organizational factors (Bozionelos, 2003; Chen, 2011; De Pater, 2005; 

Kirchmeyer, 1998; Melamed, 1996; Ng et al., 2005; Seibert et al., 2001b). Studies 

investigating the determinants to (mostly objective) career success in academia have resulted 

in similar groups of factors (Arokiasamy, Ismail, Ahmad, & Othman, 2011; Bayer & Astin, 

1975; Dunkin, 1991, 1992; Ismail, Rasdi, & Wahat, 2005; Judge, Kammeyer-Mueller, & 

Bretz, 2004; National Science Foundation, 2004; Tharenou et al., 1994; Van Balen, Van 

Arensbergen, Van der Weijden, & Van den Besselaar, 2012). In the following sections we 

discuss the predictors of career success in general and in academia specifically, looking first 

at general effects and next at differences in these effects for men and women. 

2.6.1 Individual factors 

Individual variables that are commonly associated with career success include socio-

demographic characteristics (i.e. gender, age, family characteristics, home responsibility, and 

family support) and psychological traits (i.e. ambition and proactivity). 

Gender. Gender is one of the most extensively used constructs in understanding and 

explaining career success either as a variable (see e.g., Kirchmeyer, 1998; Melamed, 1996) or 
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as a social construction (see e.g., Benschop & Brouns, 2003). While in the previous section 

we introduce gender as a social construct, in this section we treat gender mainly as a 

dichotomous variable to explain differences in career success. 

Various studies found a positive correlation between gender and objective career 

success in academia, being more men having higher academic ranks (Bayer & Astin, 1975; 

Sabatier et al., 2006; Sanders et al., 2009; Wright & Guth, 2009) and occupying higher 

leadership positions in organizations, including universities (see e.g., AVCC, 2008; Eggins, 

2009). Gender also affects the speed of academic promotion and men are more likely to be 

promoted faster than women (Dunkin, 1991). While there are subtle disciplinary and country 

differences, various studies suggest that women are less likely to be promoted to full 

professor level than men (Ginther & Kahn, 2004).  

Gender also accounts for the differences in earnings, including in academic settings. 

Studies in science and engineering have found that the average female scientist or engineer 

earns less than her male counterparts (Long, 2001). In addition, the average salary for female 

faculty is roughly 80% of their male counterparts especially at higher ranks, regardless of the 

type of institution or contract (Monroe et al., 2008). In Japanese academia, a 7.3% gender 

salary gap was found, after controlling for rank and detailed personal, job, institutional and 

human capital characteristics (Takahashi & Takahashi, 2009). In 2009 and 2010, male 

professors in US tertiary institutions earned about 14 to 15% more than female professors 

(Knapp et al., 2010). However, the gender salary gap in the discipline of political science was 

reported to be small (Ginther, 2004). Different earnings between men and women academia 

may be attributed to their academic rank, productivity, and number of years in professional 

life. 
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In terms of the effect of gender on subjective career success, research has reported a 

relationship between gender and career engagement (Otwori & Xiangping, 2010). In their 

study to examine potential antecedents and consequences of work engagement with a sample 

of male and female managers and professionals, Burke and El-Kot (2010) found that men 

reported higher levels of vigor and dedication than women, indicating that men were more 

engaged in their work. This finding confirmed previous research reporting that women who 

work part-time indicated lower levels of both vigor and dedication (Koyuncu et al., 2006). 

Another study reported that male employees scored higher on the dimension of vigor and 

absorption, while female employees gained higher scores on the dimension of dedication 

(Kong, 2009). Not much research can be found regarding gender differences in career 

engagement in academia.  

In academe, a gender gap in job satisfaction is also reported, with men usually happier 

with working conditions; the satisfaction gap, however, varies by discipline (COACHE, 

2010). A study on men and women practicing psychiatry in North America found that women 

reported more satisfaction with their careers than men (Garfinkel et al., 2004). Nonetheless, 

in the engineering and social science fields, there was no significant difference in satisfaction 

levels for men and women (Sabharwal & Corley, 2009). Yet, female academic 

gastroenterologists reported less overall career satisfaction and promotion than male 

academic gastroenterologists (Gerson et al., 2007). Oshagbemi (2000) found that female 

academics at higher ranks – namely, senior lecturers, readers and professors – were more 

satisfied with their jobs than male academics of comparable ranks. Variations in satisfaction 

occur, with female faculty being more satisfied with their work and co-workers, whereas their 

male colleagues are more satisfied with their pay, promotions, supervision and overall job 

satisfaction (Okpara et al., 2005). In addition, in school settings, female teachers reported 

being more satisfied with their jobs than male teachers (Ali & Akhtar, 2009). 
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Age. As objective career success is defined in terms of the accumulation of salary and 

promotions over time, a general positive relationship between age and career success is to be 

expected. Indeed, a meta-analysis of career success finds higher salary attainment for older, 

married, male employees compared to younger, single, and female employees (Ng et al., 

2005). Existing gender difference in earnings are often largely and sometimes fully explained 

by age, as in the case of one technical university in the Netherlands (Van Engen et al., 2010). 

The speed of promotion in academia was affected partially by age (Dunkin, 1991). 

Furthermore, age is positively related to career engagement: vigor, dedication, and absorption 

(Kong, 2009); nonetheless, age is negatively related to career satisfaction (Chen, 2011). 

However, a study in the Emirates found that age was a significant predictor of women’s job 

satisfaction (Shallal, 2011). 

Family characteristics. Family characteristics such as marital status and parental status 

commonly relate to both extrinsic and intrinsic career success. Several studies show that 

married employees have higher salaries, maybe because they are more productive or are 

located in higher paying job grades or of employer favoritism (Chun & Lee, 2001), and a 

higher number of promotions than non-married employees (Supangco, 2011). Furthermore, 

research by Kirchmeyer (2002) showed that having a spouse was associated with a higher 

income for male managers, and a lower income for female managers. While both marriage 

and having children increased men’s possibility of advancing, having children reduced the 

likelihood of women’s advancement on the academic job ladder (Ginther & Kahn, 2009). 

Although having a child early in life does not negatively affect men’s chances of earning 

tenure, evidence shows that the timing of children makes a large difference for women. 

Women who have children relatively early are less likely to achieve tenure than women who 

have children later or no children (Bassett, 2005).  



41 
 

 
 

Furthermore, there is an indication that families have a positive effect on men’s career 

success, providing ‘personal stabilization’ (Kirchmeyer, 1998, p. 678) and additional 

resources (Wajcman, 1988). With family support, husbands can focus on their jobs, thereby 

increasing their productivity and advancement potential (Windsor & Auyeung, 2006). Marital 

status and parenthood interfere with women’s progress but were less likely to interfere with 

men’s. In fact, they might even facilitate men’s career success by providing the supportive 

environment needed to cope with tense and stressful work environments (Tharenou et al., 

1994). Another study by the National Academy of Sciences (2007) found that marital status 

appeared to affect the success of women scientists and engineers more than their male 

counterparts in travelling along the academic career path.  

Married employees tend to have a higher level of work engagement than those who are 

single; this suggests that these employees have come to the point where they are more settled 

in both their personal and professional lives (Kular, Gatenby, Rees, Soane, & Truss, 2008). 

Married employees in general (Ng et al., 2005) and married women in particular (Punnett et 

al., 2007) are significantly more satisfied in their jobs than those who are not married. In 

addition, research found that married academics had higher satisfaction levels than unmarried 

academics in the sciences, social sciences, and health disciplines. Furthermore, there is a 

positive correlation between the number of children living at home and the job satisfaction 

levels for scientists and social scientists (Sabharwal & Corley, 2009). 

Family support. Support from family members has been reported to be an important 

factor for career success. Spousal support is the most important form of family support, 

followed by paid domestic help, and assistance from extended family members such as 

sisters, mothers and parents-in-law (Ismail & Rasdi, 2006). Family support can be viewed as 

one of the psychological modalities for a person to increase his or her motivation to work and 
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instrumental to career success. High-achieving executive women reported having a 

supportive husband in terms of their careers, and in emotional and family matters (Ezzedeen 

& Ritchey, 2008). Rosser (2004) interviewed a number of female scientists to investigate 

how they maintain their academic work. The interviewees expressed that their supportive 

spouse is critical and perceived to be one of the important factors that affects women staying 

in scientific work and their career advancement. In addition, a study reports that female 

faculty members who have more family support for work have greater perceived career 

success compared to those who have less support for their work (Woodard, 2005). 

Furthermore, research also found the importance of support from families 

(partner/spouse/parents) in the women’s career success for academic employees (Özbilgin & 

Healy, 2004).  

However, women are less likely than men to receive as much spousal support because 

they are unlikely to have a stay-at-home husband (Cohen, Granot-Shilovsky, & Yishai, 

2007a). This notion does not necessarily mean the opposite, i.e. that men’s career success 

occurs without partner/spousal support. In fact, married men are able to invest more resources 

in their careers than single men because their wives provide their husbands with additional 

resources by managing the household and by contributing time and energy to the husbands’ 

endeavors (Kanter, 1993). Therefore, men with a traditional family life, in which the father is 

employed and the mother is not employed, experienced positive rewards in their careers in 

terms of income and salary progression, partly due to full support from their wives (Schneer 

& Reitman, 2002).  

Several studies have documented the positive association of spousal support and job 

satisfaction. A high level of spousal support leads to higher levels of job satisfaction (Bures, 

1995). However, in the police service work environment, family support was not associated 
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with job satisfaction (Brough & Frame, 2004). A study of Malaysian employees found that 

dual-career employees who receive support and encouragement from a spouse are more likely 

to experience increased work satisfaction; and, specifically for male employees, spousal 

support was the most important predictor of work satisfaction (Komarraju, 2006). Another 

study points to a positive correlation between spousal support and job satisfaction among 

female nurses working in a government hospital (Patel, Beekhan, Paruk, & Ramgoon, 2008).  

Home responsibilities. Earlier research suggested that the effect of family 

responsibilities on work disappeared after being controlled by career identity salience (Lobel 

& St. Clair, 1992). This study is supported by Mayrhofer et al. (2008) who found that there is 

a negative relationship between family responsibilities and objective and subjective career 

success. However, another study confirms a strong effect of family responsibilities on career 

status, i.e. the increased family responsibilities, regardless of gender, impact on career 

advancement (Whiting, 2008). Similarly, a study by Al-Balam and Raza (2009) shows that 

family responsibilities influence work performance of employees, which can then lead to 

their career success. 

Research also points out that women have greater involvement in household tasks and 

child care relative to their partners (Eagly, 2001; O’Laughlin & Biscchoff, 2005). Thus, 

married women, and especially those who have children, ought to take on less demanding 

jobs so that they can successfully combine employment with their household responsibilities. 

This would imply that married women and/or those with children would have less time and 

energy for job demands, which leads to less career advancement (Beauregard, 2007). 

Compared to men with children, women with children had greater obstacles to academic 

careers, had fewer publications, slower self-perceived career progress, and lower career 

satisfaction (Carr et al., 1998). This may be due to the fact that women academics still hold 
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more home responsibilities. Furthermore, regardless of how women manage family 

responsibilities, organizational leaders may still view it as infringement on professional 

commitment, which decreases employment and promotion opportunities (Whiting, 2008). 

Ambition. According to Judge and Kammeyer-Mueller (2012) ambition or “the 

persistent and generalized striving for success, attainment, and accomplishment” (p. 760) is 

one of the important predictors of career outcomes. Yet, literature acknowledges that 

ambition can be a proximal predictor of career success, but at the same time, it could be 

predicted by more distal characteristics (Judge & Kammeyer-Mueller, 2012). While we 

expect a reciprocal relationship between ambition and career success over time, for this thesis 

we attempt to treat ambition as a predictor of career success. 

Research done by Rasdi, et al.(2009) has found that career aspirations were not 

significantly related to objective career success components such as monthly gross incomes 

and number of promotions; nevertheless, career aspirations were significantly related to 

subjective career success. However, a later study by Judge and Kammeyer-Mueller (2012) 

did find that ambition was positively related to objective career success i.e. income. Another 

study found that the career aspiration and ambition during adolescence predict career success 

in adulthood, e.g., earning and social status attainment. For example, young people for whom 

it is important to get on in their job earn more money in adulthood than their less ambitious 

peers (Ashby & Schoon, 2010). Gaskill (1991) used high aspiration levels, drive, and 

motivation as the properties of ambition, which she found to be a contributing factor to 

women’s career success. Another study among engineers found a positive relationship 

between individual career aspirations and both objective (salary and promotion) and 

subjective (job satisfaction) career success for men, but not necessarily for women, indicating 

that such a relationship is moderated by gender (Dolan, Bejarano, & Tzafrir, 2011).  



45 
 

 
 

Furthermore, the relationship between ambition and job satisfaction was mediated by 

age, i.e. older workers with high ambition were more dissatisfied than younger workers with 

equal levels of ambition (Judge, Erez, Johnson, Kennedy, & Washington, 1994). Similarly, 

the associations of ambition with job level and career satisfaction were mediated by the 

utilization of flexible work-home arrangements and work hours (Dikkers, Van Engen, & 

Vinkenburg, 2010a).  

It is often assumed that women lack career ambition (Dikkers et al., 2010a). In contrast 

to this assumption, however, other recent studies found that there is no difference in career 

ambition (desire for job advancement) between young men and young women, and women 

with children and those without children (Galinsky, Aumann, & Bond, 2009). In addition, 

women are also found to have equal desire to embark on a career in research, despite limited 

access to the highest positions in the research sector (Rustad & Rødland, 2010). The Catalyst 

study among senior-level women and men from the US Fortune 1000 companies also found 

that men (57%) and women (55%) aspire to reach the most senior role (CEO) in their 

organizations (Catalyst, 2004). Gender differences in career ambition might be linked with 

gender role being socialized differently for men and women, which eventually affects choice 

of work and career advancement (Corrigall & Konrad, 2006; Dikkers et al., 2010a; Ismail, 

2008). 

Proactivity. Proactive is ‘to prepare for, intervene in, or control an expected occurrence 

or situation, especially a negative or difficult one’(Proactive, 2011). Proactive behavior (or 

proactivity), then, refers to anticipatory, change-oriented and self-initiated behavior in the 

work place. Proactive behavior involves acting in advance of a future situation, rather than 

just reacting; taking control and making things happen, rather than just adjusting to a 

situation or waiting for something to happen (Bateman & Crant, 1999). Proactive employees 
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generally do not need to be asked to act, nor do they require detailed instructions. Put simply, 

proactivity is a set of actions through anticipating, planning, and striving to have an impact 

(Grant & Ashford, 2008). 

Several studies have demonstrated that a proactive personality is significantly 

positively associated with both objective (salary and promotions) and subjective (career 

satisfaction) indicators of career success (Seibert, Crant, & Kraimer, 1999). However, in their 

subsequent research, Seibert, Kraimer and Crant (2001a) found that proactive personality was 

related to career satisfaction but was not correlated with salary progression. Another study 

found that proactive personality was related to career satisfaction, which suggests that highly 

proactive individuals are more likely to achieve greater career satisfaction than less 

proactively inclined individuals (Barnett & Bradley, 2007). A study of 275 employees 

working in offices in the Southeastern United States revealed that proactive personality was 

positively and significantly related to job satisfaction, in spite of the organizational change 

environment (Prabhu, 2007). Furthermore, Li, Liang and Crant’s (2010) study of 200 Chinese 

employees within 54 work groups found that the establishment of a high-quality exchange 

relationship with their supervisors mediate the relationship between proactive personality and 

job satisfaction.  

Similarly, a positive relationship was found between career self-management behavior 

during early career and career satisfaction and salary (De Vos, Dewilde, & De Clippeleer, 

2009). Proactivity also enhances job performance among sales professionals. Those who 

scored higher on the measures of proactive behavior sold more houses, earned higher 

commissions, and generated more listing agreements than those with lower scores (Bateman 

& Crant, 1999). Contradictory to these findings, research of 96 employees in public 
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organizations in Indonesia found that there was no influence of proactive personality and 

perceived career success (Muafi, 2010).  

2.6.2 Human capital 

Human capital is defined as the knowledge, talents and skills that individuals acquire 

during their life such as education, training and development, work experience and career 

interruption (Becker, 1993). Human capital theory rests on the assumption that education is 

highly instrumental and necessary to improve the productive capacity of a population. Human 

capital theory stresses how education increases the productivity and efficiency of workers by 

increasing the level of cognitive stock of economically productive human capability, which is 

a product of innate abilities and investment in human beings (Olaniyan & Okemakinde, 

2008). In general terms, human capital represents the investment people make in themselves 

that enhances their economic productivity. According to human capital theory, individuals 

with more investments in their human capital are more likely to develop professional 

expertise, increase productivity at work, and achieve positive rewards from organizations 

than those with fewer investments (Wayne, Liden, Kraimer, & Graf, 1999). Thus, the degree 

to which individuals are successful in their career is partly determined by how far they have 

invested in their education, training, and developed valuable experiences necessary for career 

achievement.  

Human capital theory is applicable to career success in academia. Traditionally, the 

promotion to professor level requires a doctorate degree with a combination of proven 

academic work: education and teaching, research, publications, and community services. 

Education. Educational attainment and training are human capital assets, which refers 

to the personal investments made to increase one’s value in the workplace. They are key 

determinants in diverse objective career success. In relation to gender, education facilitated 
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the career success of both sexes, but women’s careers benefited directly from education 

(Tharenou et al., 1994). Moreover, education has a significant effect on current income, 

managerial level and occupational status (Melamed, 1996; Tharenou et al., 1994), and is the 

main influence on academic advancement (Bayer & Astin, 1975).  

Research revealed mixed results with respect to the relationship between educational 

level and job satisfaction. Melamed (1996) found that people with higher levels of education 

report higher job satisfaction. Similarly, Fiorillo and Nappo (2011) found that better-educated 

employees are more satisfied with their job than poorly educated workers. Employed women 

with education beyond the secondary level are more satisfied with their jobs than those with 

less than secondary level education (Shallal, 2011). 

However, Lambert, Hogan, Barton and Lubbock (2001) found that education has no 

significant effect on job satisfaction. Another study shows an inverse result in that the more 

educated the employees the lower their job satisfaction (Bender & Heywood, 2006). In 

addition, Gazioglu and Tansel (2002) observed that those with degrees and postgraduate 

holders had lower levels of job satisfaction compared to individuals with lower levels of 

education. Furthermore, teachers holding only a postgraduate degree were reported to be 

more satisfied with their job than the teachers holding a PhD degree (Ali & Akhtar, 2009). 

Work-related experience. A comparative study on factors facilitating the career success 

of executives found that the breadth of experience and developmental assignments (work 

experience) positively affect compensation and position in an organization (Lyness & 

Thompson, 2000). In academic settings, typical advertisements for lecturing posts in 

advanced universities require that, aside from holding a PhD, candidates must prove their 

teaching ability and research and publishing activities. Even where such requirements are not 

specifically spelled out, competition from well-qualified candidates can be so great that such 
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experience effectively becomes a prerequisite (Ali & Graham, 2000). Unlike universities in 

developed countries, higher education in developing countries, such as Indonesia, has not 

made PhD level and research activities the first step towards becoming academic staff. As 

discussed in the previous chapter, the postgraduate level has been established as the minimum 

requirement for teaching staff (only) since 1995 (Indonesian Govt., 2005) and research 

activities represent 25% of the total requirements for academic promotion to a higher level 

(Coordinating Minister, 1999). Fulfilling credit numbers for research activity is difficult to 

achieve, especially for those advancing to professor level, as one of the requirements is 

publication in international journals.  

Publication, either in a book or in a journal, is one of the most important indicators of 

productivity in an academic setting. It is regarded as important or even central to an 

academic’s life-world (Ligthelm & Koekemoer, 2009). Publication not only enhances the 

quality of academic staff and profile of the author and his or her institution, but also the 

investment made by a person in order to gain other success indicators, such as higher 

academic rank and leadership positions. Indeed, a strong track record of research publications 

has increasingly been used as an important evaluation criteria for academic recruitment and 

its promotion process, especially in more advanced countries and more prestigious 

institutions (Lenning, Brightman, & Caringella, 2011). Academic promotion is difficult 

without a good publication record (McGrail, Rickard, & Jones, 2006). Most importantly, 

academic publishing is the primary vehicle for the advancement of scientific knowledge. 

Lack of publications can signal the end of an academic career.  

Research indicates research activities were found to be the main influence for career 

advancement in higher education institutions (Bayer & Astin, 1975) and the speed of 

promotion (Dunkin, 1991). Similarly, a study found that physicians who were actively 
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involved in research activities were more likely to report favorable job characteristics ratings, 

be satisfied with their job, and experience job satisfaction (Mohr & Burgess, 2011).  

2.6.3 Social capital 

The concept of social capital (Coleman, 1988) applies to both individual and 

organizational levels. At the individual level, a person creates and maintains the structure and 

quality of relationship ties with others; and at the organizational level, it refers to the quality 

and structure of relationship ties among individuals within the social group. Social capital 

means valuable assets such as ‘information, referrals, resources, and support’ (Ibarra, 1997, p. 

91) that persons accumulate by means of their relationship ties with others or their positions 

in a particular social structure. Coleman asserted that ‘social capital is productive, making 

possible the achievement of certain ends that in its absence would not be possible’ (1988, p. 

S98).  

Networking. Networking is a form of social capital defined as ‘investment in social 

relations by individuals through which [persons] gain access to embedded resources to 

enhance expected returns of instrumental or expressive actions’ (Lin, 1999, p. 39). 

Networking behaviors are defined as ‘individual attempts to develop and maintain 

relationships with others who have the potential to assist them in their work or career’ (Forret 

& Dougherty, 2004, p. 420). Bezionelos (2003) defines network recourses as the totality of 

interpersonal ties or networks, including multiple relationship ties with other organizational 

members, regardless of their status, that will provide career and psychological support such 

as an assistant in the career progression.  

Ibarra (1995) categorizes networks in organizational settings into task networks, career 

networks, and friendship/social support networks. Task networks facilitate resources 

exchange intended for task accomplishment, such as information, expertise, materials, and 
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task-related political access. Career support networks involve relationships with actors able to 

facilitate career progress, for example, by giving career advice and facilitating career-

enhancing visibility. Friendship or social support networks relate to relationships based on 

closeness and trust, which usually emerge from common backgrounds or interests and tend to 

be informal and based on emergent friendships. These three descriptions of networking are 

considered one-on-one interpersonal sources of development or a web of multiple 

relationships both within and outside an individual’s organization and all three offer potential 

career support. 

Some literature suggests that networking behaviors, such as going out for drinks to 

discuss business matters informally, attending conferences, or staying in contact with former 

colleagues, are essential to career success (Wolff & Moser, 2009). In their longitudinal study, 

Wolff and Moser (2009) found that networking related to concurrent salary, the growth rate 

of salary over time, and concurrent career satisfaction. Similarly, networking has a direct 

effect on objective success (e.g., current and change in income), and an indirect effect on 

perceived career success (Langford, 2000). A more recent study, however, found that social 

networking did not predict subjective career success, i.e. career satisfaction (Chen, 2011). 

The characteristics of the individual actor within a network, such as centrality (degree), 

closeness, and status, have different impacts on career outcome. The degree to which an actor 

is central to a network is found to be positively related to increased power and promotion 

(Bartol & Zhang, 2007). Closeness to others offers an actor easy access to channels of 

valuable information and better establishes mutual trust, thus facilitating information 

exchange and knowledge transfer among network members. Finally, having higher-level 

contacts leads to greater access to information and more career sponsorship, which then 

translates into greater career success in terms of salary and promotion (Seibert et al., 2001b).  
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The analyses of the relationships between the types of networking and career outcomes 

by Forret and Dougherty (2004) found differing results between men and women. Socializing 

and number of promotions were not significantly related, for both men and women. Engaging 

in professional activities and total compensation were negatively related for women, but 

positively related for men. The relationships between increasing internal visibility and 

number of promotions and total compensation were significant for men, but not for women. 

Furthermore, increasing internal visibility and perceived career success were significant for 

women but not for men. Finally, engaging in professional activities and perceived career 

success were significant for men but not for women. In addition, Van Emmerik et al. (2006) 

found that the association of networking and career satisfaction was stronger for men than for 

women, despite women engaging more in formal and informal networking than men. This 

would suggest that men were more likely to use their networking activities more effectively 

than women. 

In academic settings, networks are important for personal and professional development 

as well as for getting access to opportunities for promotion (Turner, 2002). Networking can 

help in publishing and gaining referees for the promotion process (Buddeberg-Fischer et al., 

2009; Todd & Bird, 2000), speeding up the promotion process (Sabatier et al., 2006). 

Moreover, it is a proven strategy by which women can reach top leadership positions in 

universities (Tiao, 2006).  

2.6.4 Organizational factors 

Organizational characteristic. Certain structural characteristics of organizations may 

help or hinder career advancement of individuals. Organizational factors such as 

organizational structure, organizational culture, and internal promotional practices influence 

career success of individuals within that organization (Ballout, 2007). Similarly, an 
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organization’s size, type, technology, and other macro factors affecting the organization’s 

operation lead to different job satisfaction of employees (Job Satisfaction and Motivation, 

2010).  

The relationship between career success and organizational size is to be expected; for 

example, large organizations have more hierarchical systems and engage in more complex 

and diversified activities. This suggests that large organizations are more likely to facilitate 

career mobility and success so that the pay of individuals increases as they move up the 

corporate hierarchy (Tosi, Werner, Katz, & Gomez-Meja, 2000). Hallock (2011) calculated 

that the pay of CEOs in publicly traded companies in the United States goes up by about 3% 

upon a 10% increase in company size; and concluded that bigger organizations pay their 

CEOs more, no matter whether they are for-profit companies, non-profit organizations or 

labor unions.  

Organization size was also found to affect the perception of job satisfaction among 

police officers from different size municipal agencies, suggesting that officers working in 

bigger municipalities reported having higher job satisfaction than those working in smaller 

ones (Dantzker, 1997). Furthermore, a study with a sample of 241 employees from four 

Fortune Global 500 companies in Korea indicated that organizational learning culture 

contributed to career satisfaction (Joo & Park, 2010). In addition, the downsizing of an 

organization negatively affected job satisfaction among survivors surveyed in two main 

organizations operating in Pakistan (Malik, Ahmad, & Hussain, 2010). 

Work-home culture. Work-home culture or WH culture has been defined as the ‘shared 

assumptions, beliefs, and values regarding the extent to which an organization supports and 

values the integration of employees’ work and family lives’ (Thompson, Beauvais, & Lyness, 

1999, p. 394). The concept of WH culture is similar to a family-friendly culture. A family-



54 
 

 
 

friendly workplace refers to ‘a workplace that, to some extent, acknowledges and responds to 

the work and personal/family responsibilities assumed by employees’(Pitt-Catsouphes, 2002). 

Thompson et al. (1999) conceptualize WH culture with three components: managerial 

support, career consequences and time demands. More recently, researchers have expanded 

these components into five dimensions: (1) organization’s support; (2) supervisor’s support; 

(3) colleagues’ support; (4) career consequences; and (5) organizational time demands 

(Dikkers et al., 2007). 

Eisenberger et al. (1986, p. 501) introduced the concept of perceived organizational 

support (POS) to explain the development of employee commitment to an organization. They 

suggested that, ‘Employees develop global beliefs concerning the extent to which the 

organization values their contributions and cares about their well-being’. Stamper and Johlke 

(2003) theorize that employees who receive higher levels of perceived organizational support 

will experience greater job satisfaction than those who experience lower levels of perceived 

organizational support. Research found that organizational support is an important antecedent 

of career success (Ballout, 2007). For example, Harris et al. (2007b) and Muse and Stamper 

(2007) indicate that employees with highly-perceived organizational support report higher job 

satisfaction. In addition, Rhoades and Eisenberger (2002) found that employees with high 

perceived organizational support are generally in a better mood at work and satisfied with 

their job.  

Employees who perceive organizational values that are supportive of work-life 

combination report greater satisfaction with their careers (Burke, Oberklaid, & Burgess, 

2003) and increase their work engagement as demands and strain are high (Zacher & Winter, 

2011). The most recent study in this area found that a supportive work-home culture reduced 

the psychological tension of employees; managerial support increased women’s well-being; 
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and organizational time demands greatly decreased men’s well-being (Beauregard, 2011). 

However, Manchester et al. (2010) did not find significant correlation between the use of 

‘stop the clock’ policies (as a family-friendly culture) by pre-tenured faculty and the 

probability of promotion of both men and women in academia. 

Supervisor support is repeatedly reported to affect career success in differing 

organizational settings. A recent meta-analysis (Ng et al., 2005) found that supervisor support 

is positively related to career satisfaction and salary. Furthermore, supervisory career support 

significantly predicts the career satisfaction of IT professionals employed full-time in IT 

firms in Sri Lanka (Wickramasinghe & Mayura Jayaweera, 2010). Research on the Turkish 

hotel industry also found that supervisor support significantly reduced both work-family and 

family-work conflicts, thus increasing career satisfaction of employees (Karatepea & 

Uludaga, 2008).  

Organizational politics. According to Mayes and Allen, ‘organizations are political 

coalitions in which decisions are made and goals are set by bargaining processes’(Mayes & 

Allen, 1977, p. 672). This sheds light on the idea that any organization sets goals and makes 

decisions by a group of people within the organization, rather than by each individual. 

Organizational politics has been defined as ‘actions by individuals which are directed toward 

the goal of furthering their own self-interests without regard for the well-being of others or 

their organization’(Kacmar & Baron, 1999, p. 4). Organizational politics contain three 

dimensions: general political behavior refers to a self-serving behavior used to gain valued 

outcomes; go along to get ahead consisting of silent behavior to keep valued outcomes; and 

pay and promotion policies involving political behavior acted by an organization through the 

enacting of policies (Kacmar & Carlson, 1997).  
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Harris and Kacmar (2005) contend that politics is a stressor in the workplace because it 

leads to increased stress and/or strain reactions. Research suggests that perceptions of 

organizational politics consistently result in negative outcomes for individuals (Harris, 

Andrews, & Kacmar, 2007a), including higher levels of absenteeism, turnover intentions, 

anxiety and stress and lower levels of job satisfaction, organizational commitment, job 

performance, and organizational citizenship (Kacmar & Baron, 1999). Members of 

organizations react physically and psychologically to perceptions of organizational politics; 

these physical reactions include fatigue and somatic tension (Cropanzano, Howes, Grandey, 

& Toth, 1997), and psychological reactions include reduced commitment (Vigoda, 2000) and 

reduced job satisfaction (Bozeman, Perrwere, Hochwarter, & Brymer, 2001).  

Furthermore, lower levels of job satisfaction and job involvement as well as higher 

turnover intentions and job stress were found in situations where perceptions of 

organizational politics were high (Harris et al., 2007a; Ram & Prabhakar, 2010). However, 

summarizing literature, Ullah, Jafri, and Bin Dost (2011) found that involvement in 

organizational politics is necessary for the good performance of leaders and getting the work 

done by others efficiently and effectively; it is positively related to the reputation of the 

employees; and positive perception about organizational politics was related to satisfaction 

with the job, supervisor and work environment. 

2.7 Success predictors of careers in Indonesian academia 

Research on predictors of career success yielded mixed results depending on the 

variables used and the career success indicators measured, as well as the environments in 

which the research has been conducted. In Indonesia, research on the determinants to 

academic career success are, to date, unexplored, leaving unidentified factors that contribute 

to  career success within Indonesian academia, particularly in state universities. However, a 
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qualitative study by Muniarti (2012) involving women senior academic administrators in 

Indonesia found six major themes pertinent to women’s navigation to leadership positions: 

family issues, social support, personal attributes, organizational policy and harder work. In 

addition, factors identified as contributing to women’s career success in Indonesian public 

service include experience, education, seniority, interpersonal skills, ability in tackling 

superiors, commitment and dedication, support from superiors, colleagues and family and 

leadership styles (Azmi, Ismail, & Basir, 2012). 

There is evidence that diverse factors contribute to career success in academia, and 

many of the predictors discussed in previous sections are applicable to Indonesian settings. 

However, a number of predictors need to be added to convey cultural and practical 

particularities in Indonesian academia. As discussed in Chapter 3, the process of academic 

advancement in Indonesian universities involves a significant amount of bureaucracy from 

the university to the central government levels. The central government is entitled to produce 

legal documents on all lecturers in Indonesia, especially for those who advance to the roles of 

Head Lecturer up to Professor. Such legal documents state the right of the academic faculty 

to hold a certain level of academic rank, along with its due rights including the amount of 

salary and other authorities. Thus, the central department is relatively overloaded with the 

process of academic advancement of lecturers. One of the consequences is that the legal 

documents might be produced much later than intended. In response to this delay, many 

lecturers in the process of promotion spend time making efforts to ensure that the legal 

documents will arrive on schedule. Furthermore, regular monitoring of the process is not 

always possible, especially for those whose workplace is remote from the central 

government.  
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Efforts or activities that accelerate the production of the decree of career advancement 

in academia may be called process accelerators. This might include giving some amount of 

money and offering other favors to an officer managing the process of advancement. In this 

case, an officer in charge will organize a legal document of advancement faster, by bypassing 

the documents of others in the queue, after being promised a reward (usually a small amount 

of money or another gift).  

Such behavior may be considered as a form of bribery. Bribery is defined as the act of 

promising, giving, receiving or agreeing to receive money or some other item of value with 

the corrupt aim of influencing a public official in the discharge of his official duties (Bribery, 

2011). Types of bribes include tips, gifts, favors, discounts, waived fees/tickets, free food, 

free ads, free trips, free tickets, sweetheart deals, kickbacks/paybacks, funding, lucrative 

contracts, grease money, donations, campaign contributions, sponsorship/backing, higher 

paid jobs, secret commissions, or promotion (rise of position/rank). The performers will 

unconsciously reject such behavior as bribery because it is mostly conducted in a forced and 

desperate situation.  

Accelerating the process may also be connected to the notion of mutual understanding 

and mutual benefit based on informal networking. Mutual understanding is ‘sympathy of 

each person for the other’ (Mutual understanding, 2011). Based on mutual understanding, one 

person asks others to do something more by providing reward: a win-win solution to the 

problem. Such a mode of bribery occurs in the Indonesian setting partly due to the culture of 

mutualism, ‘brotherhood’ and ‘help-each-other’, which are greatly appreciated and 

strengthened in the society (Swasono, 2003). This modus operandi is widely understood in 

the context of career advancement in Indonesian academia; and thus we include this variable 

in the research variable.  
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Furthermore extra-organizational involvement is important with regard to studying 

career success in Indonesian academia. Enrich (1994) categorizes networks into formal, 

informal, and community-based networks. Formal networks tend to be professional 

organizations that require members to pay fees, receive newsletters, and usually engage in 

networking activities. Informal networks consist of like-minded individuals who meet 

irregularly to discuss issues of common interest or concerns. Community-based networks are 

broadly based organizations such as religious groups and other socially based bodies. In the 

Indonesian university environment, it is widely observed that social-religious groupings are 

established with members being connected to the university in which they work. Membership 

to these organizations is voluntary. These organizations are hierarchical at student and faculty 

to alumni levels; but they are informal in the sense that they are not included in the formal 

organizational structure of the university. Similar to networking, involvement in these 

organizations helps to build up social capital, such as social networks and interpersonal trust 

that enhance individuals’ capacity, for example, playing political action (Putnam, 1995) in 

the leadership selection process. Generally, active participation in various organizations has 

been associated with higher levels of social and communal benefits and increased political 

participation (Worng, Nath, & Solomon, 2007). 

In Indonesian higher educational institutions, the advancement of academic rank and 

leadership positions benefit from all of these types of networks. Formal networks such as 

professional organization facilitates the opportunities for training involvement and joint 

research within the area concerned, which in turn can be converted into academic credit 

numbers. Informal networks provide sharing of experience of life and work, and especially 

for the leadership selection process. Community-based networks offer wide ranges of 

opportunity for delivering counseling and training services to a group or community. 

Counseling and training a community adds to the credit number. Furthermore, for achieving 
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(especially) the highest leadership position, an individual definitely needs informal networks 

and community-based networks, particularly those that have a higher status, to support his or 

her candidacy, as its selection process is political in nature. Thus, involvement in formal, 

informal and community-based networks matter for career advancement. 

For this thesis (see Figure 2.2), we accommodate the three indicators of objective career 

outcomes outlined earlier: academic rank, leadership positions, and income. In this study, 

income is treated as distinct from fixed salary, and might be collected from various sources 

including salary and other activities that result in additional earnings, such as research 

activities and community service in campus. In the Indonesian state universities, salary is 

largely determined by academic rank and the leadership position the individual holds. The 

amount of salary received is the same regardless of gender. The total amount of income 

earned is related to the degree of involvement in income generating activities, such as from 

teaching extra credits, thesis supervision, community development, and committee 

appointment. To be able to perform these activities one needs knowledge, skill, and energy. 

Thus, those who earn more may be viewed as successful persons in their work. 

While studies on subjective career success have been well conducted in other sectors, 

the application of subjective career success in academia has been largely ignored by 

researchers (Baş & Ardıç, 2002). Career scholars suggest that individuals may expect more 

than observable measures of career success; they may want to achieve a good work-life 

combination  (Gattiker & Larwood, 1986) and the personal satisfaction derived from their 

careers (Hofmans et al., 2008). In addition, when a relationship between objective and 

subjective career success is found it is influenced by different factors (Ng et al., 2005). There 

is a call to better understand the dynamics of career success in academic settings by looking 

at both objective and subjective measures. For this thesis, therefore, we include two 
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indicators of subjective career outcomes: career engagement and career satisfaction. Factors 

that are presumed to affect career outcomes in Indonesian academia are grouped into the 

individual factors, human capital, and social capital, and organizational factors. These factors 

may be distinct or overlap in a way to predict the different kind of career outcomes including 

objective and subjective outcomes.  

Figure 2.2 depicts conceptual framework of predictors and outcomes of careers in 

academia in Indonesia. Yet, we have little knowledge about whether this framework would fit 

the Indonesian context. This framework thus provides a bridge to the empirical work that will 

be described in Chapter 3, 4, and 5, and it will be used and elaborated in those chapters to 

help answer our research questions. 
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Figure 2.2. Conceptual framework of career success in academia in Indonesia 

Individual Factors (IF) 
 

Socio-demographic 
- Age 
- Gender 
- Marital status 
- Parental status  
- Family support  
- Home responsibility 

 
Personality 
- Ambition 
- Proactivity 

 

 
Career Outcomes 
 
Objective 
 
- Academic rank 
- Leadership positions 
- Income 
 
Subjective 
 
- Career satisfaction 
- Career engagement 

Organizational Factors (OF) 
- Type of institution 
- Work-home culture 
- Organizational politics  
- Process accelerators 

 

Human Capital (HC) 
- Education level 
- Research productivity 
- Publications 

 

Social Capital (SC) 
- Networking  
- Extra-organizational 

involvement 
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CHAPTER 3  

 PRELIMINARY STUDY OF MEN AND WOMEN IN INDONESIAN A CADEMIA 1 

Previous research conducted elsewhere has provided systematic numerical information 

on the representation of women in higher academic ranks and leadership positions compared 

to men in academia. Generally, women are still underrepresented at senior levels in academia 

(Wright & Guth, 2009), despite the implementation of equal opportunity policy (see e.g., 

Australian Goverment, 2010) and incentive systems and coaching of young women 

academics (see e.g., Maurer, 2010; Rustad & Rødland, 2010). In the US, women represented 

about 24% of the full professor positions available (West & Curtis, 2006), and ‘tenured 

professors are four times more likely to be men’ (Monroe et al., 2008, p. 216). In the EU-27, 

women represented only 20% of grade A academic staff compared to 37% of grade B 

academic staff and 44% of grade C academic staff (European Commission, 2013). Similarly, 

in Australia, as of 2005, women held 35% of available associate professor and 17% of full 

professor levels (AVCC, 2008).  In some Asian countries, such as China, women professors 

represent 19.3% of the total number of professors (Zhao, 2007). In Southeast Asian countries, 

such as Malaysia, women have been reported to make up 22.1% of all professors (Ismail & 

Rasdi, 2006).  

Similarly, studies worldwide show that women are underrepresented in senior 

leadership positions in academia. In the US women held only 23.3% of all college and 

university presidencies (American Council on Education, 2007; Catalyst, 2011),  whereas in 

133 UK universities women represent only 14% of senior leaders (Eggins, 2009). In Australia 

in late 2009, 18% (or 7 of 39) of Vice-Chancellors were women, 34% of Deputy Vice-

Chancellors were women and  just 40% of senior administrative staff were women 

                                                 
1An earlier version of this chapter was published in the Jurnal Kependidikan Islam (Journal of Islamic 
Education), Vol. 2 No. 1, 2012. 
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(Australian Goverment, 2010). Figures from China in the late 1990s show that there were 

approximately 20 women  presidents or vice-presidents (Leathwood & Read, 2009), whereas 

in Thailand women accounted for just over 25% of executive positions across academic 

institutions (National Statistical Office, 2009).  

Systematic studies on the representation of women in senior positions in Indonesian 

academia as compared to men are limited. The available studies in Indonesian academia, 

however, estimated that women professors account for about 6% of the 153 total of 

professors in 14 state Islamic universities (MoRA, 2003). More than a decade ago, Astuti 

(2001) found that only two women had become deans and only two had served as vice rectors 

in ten universities. Furthermore,  in her study of five universities, Murniati (2012) found no 

women  rectors, 25% women vice rectors, 11.1% women deans, and 21.7% women vice 

deans. While the existing Indonesian-based data is valuable, for this thesis, expanded data are 

needed in order to gain more comprehensive information on the status of women in 

Indonesian academia as compared to men.  

This chapter describes the contextual background regarding career structure and 

promotion process in Indonesian academia, to provide a better understanding of how 

academic careers operate within the Indonesian context. It then presents the result of a 

preliminary study using institutional surveys conducted in stage three of the present thesis (cf. 

Figure 1.1) to investigate the occupational status of women in administrative and academic 

ranks, and managerial and leadership positions, in order to gain more conclusive information 

regarding women’s career advancement in Indonesian academia, as compared to men. It was 

necessary to conduct the preliminary study because, to date, conclusive and unambiguous 

data regarding the representation of women compared to men across various positions in 

Indonesian academia is not available. The data on the status of men and women in academia 



65 
 

 
 

served as a foundation to a follow-up qualitative study for exploring issues underlying the 

nature of career advancement in Indonesian academia.  

3.1 Careers in Indonesian academia 

The governance of Indonesian higher education institutions (HEIs) has been under the 

Ministry of Education and Culture (MoEC) and the Ministry of Religious Affairs (MoRA). 

The MoEC, as of 2008, oversees 2,680 higher education institues (82 state-owned and 2,598 

private) (MoEC, 2008); while the MoRA has 454 (52 state-owned and 402 private) (MoRA, 

2008).  The MoEC HEIs include academies, polytechnics, schools of higher learning, 

institutes, and universities; and the MoRA HEIs cover schools of higher learning, institutes, 

and universities (Indonesian Govt., 2003). While the MoEC HEIs offer secular related 

courses, the MoRA HEIs provide religion related studies but in combination with secular 

subjects. The Indonesian higher education institutions offer a wide range of educational 

programs from diplomas to doctorate degrees.  

The study programs of higher education institutions are accredited every five years by 

the National Accreditation Board for Higher Education (BAN-PT), a non-profit and 

independent agency under the MoEC (Minister MoEC, 2005). The current accreditation 

system employs two groups of core standards; the first group reflects components of 

leadership and institutional development and the second group reflects components of quality, 

efficiency, and effectiveness of the programs (MoEC, 2007). Central government provides 

funding for the operations of all State Higher Education Institutions (SHEIs), including staff 

salaries and the development of learning facilities. However, the SHEIs are entitled to expand 

their funding from tuition fees, national and international industries, and other project 

contracts.  



66 
 

 
 

Under both systems, the SHEIs are expected to perform similar processes in human 

resource management including the recruitment, development, promotion, remuneration, and 

the termination of their employees’ contracts. The majority of SHEIs staff is Public Civil 

Servants (PCS) and others are appointed on a temporary contract basis. In Indonesia, being a 

PCS equates to full lifetime employment. The most recent figures show that the MoEC 

SHEIs employ a total of 64,526 PCS academic staff (women 35.5%), of which 38% held 

Bachelor’s, 47% Master’s, and 11% PhD degrees (MoEC, 2008), and the MoRA SHEIs 

11,966 (women 34.3%), of which 31% held Bachelor’s, 60% Master’s, and 7% PhD degrees 

(MoRA, 2008). Women represented about 35.1% of total PCS lecturers working at MoEC 

SHEIs and MoRA SHEIs. 

The PCS career structure describes the route of career development from the first 

appointment in a certain position up to the retirement period (Indonesian Govt., 1994). 

Careers within university environments are structured in three main categories: structural 

(administrative), functional (academic), and leadership positions (structural and functional).  

Structural positions. The structural positions are those dealing with the general 

administration and clerical matters of the university, including student, financial, facilities, 

academic and external relations. The rank and the class of administrative staff ranges from 

I/a-Junior Interpreter (the lowest) to IV/e-Principal Manager (the highest) (see Table 3.1). 

Administrative staff, who do not have a particular structural or functional position, may be 

promoted to the highest rank depending on their educational background (this is called 

regular promotion), and having completed at least four years’ service in their current position 

and having met the evaluation criteria of being a ‘good performer’ in the last two years 

(Indonesian Govt., 2000b). For example, administrative staff holding a Bachelor’s degree 

will reach a maximum rank of Administrator-III/c, while those with a doctoral qualification 
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can reach Manager Level I-IV/b. The retirement age for a PCS in this structural function is 58 

years (Indonesian Govt., 1979) and could be extended to 60 for teachers, to 62 years for 

echelon I holders, and to 65 years for, for example, Principal Researchers (Indonesian Govt., 

2008). 

In universities, the structural positions from the lowest to the highest are Head of Sub-

Section (Echelon IV), Head of Section (Echelon III), and Head of Bureau (Echelon II) (See 

Table 3.1). While the Head of Sub-Section and Head of Section positions are usually filled 

with the available staff within the universities, the Heads of Bureau may be recruited from 

external institutions with PCS status. In order to be promoted to a structural position a PCS 

needs to fulfill certain requirements, including holding rank at least one level below the 

lowest required, meeting the determined education and training requirements of the position 

determined, possessing the necessary competencies for the post, and having achieved good 

performance in the last two years of evaluation, as well as being physically and mentally 

healthy (Indonesian Govt., 2000c).  

Promotion to echelon I, following the proposal of a top institutional leader, i.e. a 

minister, is approved under the authority of the President. To guarantee the quality and 

objectivity of the promotion process for echelon II positions and below, a Board of 

Considerations on Position and Ranking (Baperjakat) has been established in each work unit, 

i.e. a university. The main task of the Baperjakat is to provide input to the relevant authority 

in respect of deciding, appointing, rotating and dismissing staff for structural positions, as 

well as for certain echelons within public organizations (Indonesian Govt., 2000c). The 

membership of Baperjakat in universities includes a Head/member: Vice Rector II of Human 

Resource Management; and members: all Vice Deans II of Human Resource Management 

(members); and a secretary: Head of Bureau of General and Financial Matters (Ministry 
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MoEC, 2006). The Baperjakat conducts the selection process to fill vacancies for structural 

positions; subsequently, the rectors of the university in question will issue a promotion decree 

for the selected candidate. Therefore, this board plays an important role in the selection 

process. Besides formal requirements, personal preference, politics, and gender may 

influence the selection process and the choice of the successful candidate. 

Functional positions. Since 2005, the minimum qualification for academic staff 

teaching at undergraduate level has been a Master’s degree and at postgraduate level staff are 

expected to hold a doctorate degree and the rank of professor (Indonesian Govt., 2005). As a 

public civil servant, lecturers hold both structural and functional positions. The functional 

ranks of lecturers, from the lowest to the highest, are Asisten Ahli (Expert Assistant), Lektor 

(Lecturer), Lektor Kepala (Head Lecturer), and Guru Besar (Professor) (Coordinating 

Minister, 1999) (see Table 3.1). The retirement age of lecturers with academic ranks up to 

Lecturer is 60 years, whereas for the position of Head Lecturer to Professor it is 65 years. The 

retirement of productive professors can be extended to 70 years (Indonesian Govt., 2005). 

Academic promotion is based on the accumulated Credit Numbers (CN) – the value 

unit of every item used as a requirement for career advancement within functional positions 

(Minister MoEC, 2001) (see Table 3.1 for the details of the required CN for each level). The 

credit numbers are divided into two categories: main items include education and teaching 

(40%), research (25%), and community services (15%), and supporting items, for example, 

being a committee member (20%) (Coordinating Minister, 1999). The first category is 

embedded in the basic purpose of university management and operation, called Tri Dharma 

Perguruan Tinggi (Three Main Duties of Higher Education) (Indonesian Govt., 1999b). The 

second category pertains largely to an individual’s willingness or ability to get involved in the 
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campus community or the society in general. Nonetheless, these activities are also important 

because they serve to fulfill the credit numbers required.  

The standard items and their scores under each category of credit numbers are listed 

and prescribed nationally (DGHE MoEC, 2009; Minister MoEC, 2001). For example, a PhD 

certificate counts for 200 points; a teaching workload of 12 credits per semester scores 5.5 for 

Expert Assistants and 11 for Lecturers, Head Lecturers, and Professors; supervision of a PhD 

thesis gains eight points for the principal supervisor and six for the secondary supervisor; and 

a published article in an international journal counts for 40 points.  

 Table  3.1 

Class of Public Civil Servants, Structural Positions, and Academic Positions (in descending 

order) 

No 

Stratification of Public Civil 
Servants 

 
Structural positions 

 
Academic Positions 

Rank Class 
 

Echelons 
Position 
(examples) 

 
Rank 

Credit 
number 

1. Principal Manager IV/e 
 

I/a Director 
General in 
the Ministry 

 

Professor 
1,050 

2. 
Middle Principal 
Manager 

IV/d 
 

I/b 
 

850 

3. Junior Principal 
Manager  

IV/c 
 

II/a 
Head 
Bureau 

 

Head 
Lecturer 

700 

4. Manager Level I IV/b 
 

II/b 
 

550 

5. Manager IV/a 
 

III/a 
Head 
Section 

 
400 

6. Administrator Level I III/d 
 

III/b 
 

Lecturer 
300 

7. Administrator III/c 
 

IV/a 
Head Sub-
Section 

 
200 

8. 
Junior Administrator 
Level I 

III/b 
 

IV/b 
 

Expert 
Assistant 

150 

9. Junior Administrator III/a 
 

--- --- 
 

100 
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No 

Stratification of Public Civil 
Servants 

 
Structural positions 

 
Academic Positions 

Rank Class 
 

Echelons 
Position 
(examples) 

 
Rank 

Credit 
number 

10. Regulator Level I II/d 
 

--- --- 
 

--- --- 

11. Regulator II/c 
 

--- --- 
 

--- --- 

12. Junior Regulator 
Level I 

II/b 
 

--- --- 
 

--- --- 

13. Junior Regulator II/a 
 

--- --- 
 

--- --- 

14. Interpreter I/c 
 

--- --- 
 

--- --- 

15. 
Junior Interpreter 
Level I 

I/b 
 

--- --- 
 

--- --- 

16. Junior interpreter I/a 
 

--- --- 
 

--- --- 

Note. The rank and class stratifications of Public Civil Servants apply to structural and 
academic positions. Echelon IV/b is the lowest and I/a is the highest. 

 

Academic promotions to the positions of Expert Assistant and Lecturer come under the 

authority of the university, while Head Lecturers and Professors are the responsibility of the 

MoEC office (see Appendix 3.1 for a flow chart of the promotion process). For the promotion 

of Expert Assistant and Lecturer, the candidates must submit documentary proof of their 

academic work to a department official to be verified and calculated. Following consideration 

and recommendation from the department official, a faculty official verifies the 

administrative requirements and credit numbers calculation, these results are then submitted 

to the faculty evaluator panel for further evaluation, and then to a university official for yet 

further verification. The university evaluator panel verifies and evaluates the credit numbers, 

upon which the university official (rector) writes a disposition letter announcing that a 

lecturer is eligible to be promoted to a higher rank. The rector then sends a letter of request to 

the State Personnel Agency (Badan Kepegawaian Negara or BKN) to produce a promotion 

decree. 
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Promotions to the position of Head Lecturer and to Professor follow a similar process at 

university level. However, in this case, the university evaluator panel does not make a final 

decision regarding the final tally of credit numbers. Both the faculty and university senates 

are also consulted in the process, expected to give their consideration of (Head Lecturer) or 

agreement to (Professor) the candidates’ eligibility for promotion. Once the university level 

evaluation is complete and the eligibility determined, the university official proposes a 

promotion to the related central departments. In the case of those universities under the 

authority of the MoEC, the rectors send the documents directly to the MoEC office to be 

processed, and in cases of universities under the MoRA, the documents go to the MoRA 

office and, having been evaluated, they are then submitted to the MoECs. The MoRA does 

not take the final decision in this process. Once the national evaluation is completed and the 

eligibility determined, the MoEC official proposes a promotion decree to the State Personnel 

Agency. The Ministers of the MoEC and the MoRA sign the decree for the appointment of 

the Head Lecturer, and the Indonesian President signs the decree for a Professor. 

Every official involved in the process of academic promotion plays an important role in 

determining the eligibility of proposed lecturers. Officials at the faculty level might have a 

preference for a candidate and may provide help in smoothing the recruitment process. The 

evaluation of credit numbers in relation to articles, books, research reports and scholarly 

papers uses a peer review approach, i.e. the final scores are the average score given by at least 

two reviewers. However, the subjective values and bias of evaluators may influence the way 

in which scores are calculated for academics. Thus, although the standard score for a 

published article in an international journal is 40 credit points, the final score could be less. 

The evaluation panels consist of a Head/member, Vice-Head/member, Secretary/member, 

and a minimum of four expert members. Rectors chair the university evaluation team, and the 
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Director General of Higher Education (DGHE) of MoEC chairs the national panel 

(Coordinating Minister, 1999). 

Academic staff are entitled to apply for promotion in their functional rank after at least 

one year of performing in their current rank (Minister MoEC, 2001). They can be promoted 

to the highest academic level if they achieve the credit numbers required for advancement 

within the parameters of their retirement age. Educational background also affects functional 

rank. Those holding a Master’s degree can ascend as high as Head Lecturer, and with 

doctorate qualifications to the level of Professor (DGHE, 1999). In addition, those holding 

doctorate degrees are eligible to jump up to two levels higher in their functional ranks, 

depending on their credit numbers, for example from Lecturer to Professor (Coordinating 

Minister, 1999). The period of academic promotion is set in April and October (Indonesian 

Govt., 2000b); thus, ideally, the whole process from the initial proposal to the issued decree 

takes six months. The decree for lecturers proposed for promotion in April should be 

effective (signed) and delivered to lecturers in October.  

Leadership positions. University leaders, in descending order, comprise rectors, deans, 

postgraduate directors, and heads of department. In Indonesia, rectors are considered to be the 

principal academics and executive officers of the university, equal to Vice-Chancellors in the 

Australian university system and University Presidents in the US. A rector’s function is 

managing activities in the areas of education and teaching, research and community service, 

as well as the development of faculty, students, administrative staff, and managing relations 

and the academic environment. In executing daily activities, a rector is typically assisted by 

three to four vice-rectors in (1) academic matters; (2) general administration and human 

resource and financial management; (3) student affairs and alumni relations; and  (4) 

managing external relations. Deans of faculty and postgraduate directors are responsible for 
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the implementation of education and teaching, research, and community service, as well as 

the development of academe in the faculty and postgraduate studies. Similar to a rector, a 

dean is typically assisted by three vice-deans in (1) academic matters; (2) general 

administration; and (3) student affairs and alumni relations, whereas the postgraduate director 

typically has three assistants. Heads of department manage the implementation of education 

and learning activities of students and usually have one secretary.  

Rectors of universities are recruited from a pool of permanent academic staff in the 

university and must meet requirements such as holding a PhD, holding at least the functional 

rank of Head Lecturer, and having a proven professional track record (see e.g., IPB Board of 

Trustee, 2007). Deans are recruited from academic staff within the faculty who hold a 

Master’s degree and the functional rank of Head Lecturer, and have leadership ability (see 

e.g., ITB University, 2005). Postgraduate directors are recruited from academic staff holding 

a PhD and the functional rank of Head Lecturer within the university (see e.g., Gadjah Mada 

University, 2009). Recent trends, however, suggest that candidates for the position of rector, 

dean, and postgraduate director hold a PhD and are Professors. Heads of department are 

recruited from within the faculty and must meet the minimum requirement of a Master’s 

degree and holding the position of Head Lecturer.  

Promotion into these three leadership positions does not follow a bureaucratic process; 

rather, it is done by open democratic election. During the election process, a selection 

committee is established consisting of incumbent leaders, members of the senate and 

supporting staff (see Appendix 3.2 for detailed information about the senate). In the case of 

IAIN Sunan Ampel the process involves three stages (IAIN Supel, 2004): the recruitment of 

prospective candidates, the determination of suitable candidates, and the candidate election. In 

the first stage, the committee identifies and announces to the campus community the names of 
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lecturers qualified for the forthcoming candidacy. Then, the committee openly recruits the 

forthcoming candidates based on the nominations by lecturers, students, and administrative 

staff. In the second stage, the senate determines at least three candidates from the nominees. 

Subsequently, the committee announces the names of determined candidates to the campus 

community. In the last stage, the determined candidates present their vision, mission and 

programs to the campus community (in a form similar to a campaign). The committee 

conducts an election of the candidates by lecturers, representatives of the administrative staff 

and the students association. The results are forwarded to the senate for approval, and then to 

the rector. Finally, the incumbent rector endorses the names of the most popular candidates 

and submits these to the Minister, and ultimately the President, for the appointment of the new 

rector.  

In addition to formal requirements for these positions, the election process plays an 

important role in the outcome. A candidate who enjoys popular support and has the ability to 

power bargain and has a wide network is likely to become the winner. The President issues 

the appointment decree for rectors; the Minister for deans and postgraduate directors; and the 

rector for heads of department. The service period for these leaders is four years and can be 

extended by another four years through a further election process. 

Other positions. Other positions, mainly technical and functional, include the heads of 

institutes and centers established within the university. These leaders do not assume the 

administrative responsibility of the university or the faculty, only the internal unit 

management; they are directly accountable to rectors or vice-rectors. Rectors recruit and then 

assign the heads of these units taking into account the considerations of the university senate 

based on the proven capabilities and interests of lecturers.   
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Salary and other income. The fixed salary of a Public Civil Servant (PCS) employed in 

a state higher education institution in Indonesia is allocated nationally. The monthly salary of 

administrative staff is based on their PCS class and increases periodically every two years 

(Indonesian Govt., 2011). All PCS receive a number of additional benefits: a general 

allowance based on their class, spouse (10% of basic salary) and two children up to 18 years 

(2% of basic salary for each child), meals and other incidental assistance (Indonesian Govt., 

2006; MOF, 2010). If both husband and wife are PCS, the spousal benefit is given to the 

individual with the higher basic salary (Indonesian Govt., 1977).  In addition, administrative 

staff who hold a structural position receive a monthly structural position compensation, based 

on the various echelons (Indonesian Govt., 2007b).  

Besides receiving a fixed salary as PCS, academic staff also recieve functional 

compensation in accordance with their functional ranks, but there is no periodic rise 

(Indonesian Govt., 2007a). In addition to a PCS and a functional salary, lecturers holding a 

‘certificate of educator’ receive a monthly professional payment, amounting to one times 

(1X) the monthly PCS salary, while professors get an honorary compensation of two times 

(2X) their monthly PCS salary; however, these allowances may be stopped if lecturers or 

professors no longer meet the requirements (Indonesian Govt., 2009b). Academic staff who 

have a leadership position receive rewards based on their position during their appointment 

(Indonesian Govt., 2007a). Retirement compensation amounting to 90 % of their last basic 

salary is awarded. Finally, other incentives are provided for additional activities, teaching 

extra credits, thesis supervision, community development and committee appointments. 

3.2 Preliminary study: data collection and procedure 

The purpose of this study was to gain a comprehensive understanding of career 

advancement in Indonesian academia, taking a gender perspective. In this preliminary study I 
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conducted institutional surveys to investigate the occupational status of women in the 

administrative and academic ranks, and managerial and leadership positions in Indonesian 

academia, as compared to men. Conducting this study will provide more conclusive 

information regarding women’s career advancement in Indonesian academia, as compared to 

men. 

Sample. The total number of State Higher Education Institutions (SHEIs) in Indonesia 

is 133. It was not feasible to survey all the universities, thus a sampling strategy was needed. 

The researcher employed ‘a convenience sampling strategy’ (Brewerton & Millward, 2001, p. 

118) to purposefully include universities that showed a willingness to participate in the 

current research activity by filling in research instruments. However, the limitation of this 

strategy is that the result of the study may not be generalized across populations, i.e. all state 

universities (Henn et al., 2006, p. 133).  Nonetheless, the result can be expected to provide 

baseline data regarding the status of men and women in administrative, academic, 

managerial, and leadership positions. 

Initially, twelve universities indicated their willingness to participate. However, by the 

time the deadline was reached, only ten universities returned the completed instruments. Five 

universities are affiliated to the Ministry of Education and Culture (MoEC) and the other five 

to the Ministry of Religious Affairs (MoRA). These institutions are located in five provinces: 

Central Java, East Java, Riau, South Sulawesi and West Nusa Tenggara. From each province, 

one university under MoRA and one under MoEC participated. 

Data collection. The researcher did not directly distribute the questionnaires to the 

targeted universities. Instead, a fellow researcher, who at the time was conducting interviews 

with participants from the targeted universities, was asked to negotiate with the universities. 

Prior to the negotiations, this person was provided with general background knowledge about 



77 
 

 
 

the nature of the current study. Once they had committed themselves to participate, the 

universities were given a set of instruments to be filled in. The data collection process took 

place over a five-month period from December 2009 to April 2010. 

Instruments. For data collection, a set of instruments (in Bahasa Indonesia) was created 

and distributed to sample universities (see Appendix 3.3). The instruments contained seven 

parts. The first five parts required the database staff in the Human Resource unit of each 

university to fill out the forms with the number of administrative staff, based on rank, over 

the past 11 years and by gender; the number of managers based on their positions in the three 

latest periods by gender; the number of academic staff, based on rank, over the past 11 years 

and by gender; and the number of leaders based on their positions within the three latest 

periods by gender. The subsequent two parts of the form asked the head of the Human 

Resource unit in each university to supply the yearly percentage of recruitment and 

retirement of administrative and academic staff and the average years of their rank 

advancement by gender. 

Parameters. The present study applied parameters for inclusion in the instruments. 

First, the administrative ranks were concentrated on III/c to IV/e (see Table 3.1) because staff 

holding these ranks are eligible for managerial positions. Using this parameter, it was deemed 

sufficient to assess which gender groups are most represented in the higher structural ranks. 

The managerial positions covered Head of Sub-Unit, Head of Unit, and Head of Bureau. 

These positions are common to almost all university management structures. All academic 

ranks (Expert Assistant, Lecturer, Head Lecturer, and Professor) were included. The 

leadership positions included university leaders representing the highest positions; faculty 

and postgraduate leaders at middle levels; and department and centre leaders at the lowest 

levels. The period of the current study for tracing administrative and academic ranks was 
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from 1999 to 2009. For managerial and leadership positions, the three latest periods were 

used, in which one period is commonly four years of service. However, the starting and the 

ending years of service within the periods can be different from one to two years (earlier or 

later).  

Analyses. Descriptive statistics were used to analyze, summarize, and present the data 

in the forms of percentages and graphical figures. Microsoft Excel 2007 was used for 

conducting this task. The analysis involved a comparison of the data from both groups of 

universities. All respondents were guaranteed confidentiality throughout the whole process of 

this study; to this end, all references to universities or individuals who provided answers were 

eliminated from the questionnaires. 

3.3 Results 

The purpose of this study was to investigate the occupational status of women in the 

administrative and academic ranks, and managerial and leadership positions, in order to gain 

more conclusive information regarding women’s career advancement in Indonesian 

academia, as compared to men 

3.3.1 Administrative ranks 

In 2009, the ten universities studied employed a total of 922 administrative staff 

holding III/c level and above, of which women held 38.5% (see Figure 3.1). The percentage 

of women in administrative functions was similar in both the MoEC (38.2%) and the MoRA 

(39.1%) universities. For one decade (1999-2009) the rank of female administrative staff has 

been below that of male staff, and the gap becomes more apparent as the rank gets higher. In 

addition, few women have succeeded in reaching the highest administrative rank. In addition, 

there is a remarkable increase in the percentage of women in the near highest rank, i.e. from 

33.3% in 1999 to 37.5% in 2009.   
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Figure 3.1.Proportions of men and women in administrative ranks. 
Note. Total administrative staff in 10 universities in 2009 was 922 (women = 38.5%); MoEC: 
646 (women = 38.2%) and MoRA: 276 (women = 39.1%). 
 

In the space of a decade, the Average Annual Growth Rate (AAGR) of women within 

administrative ranks varies between the MoEC and the MoRA groups. In total, the AAGR of 

women in the MoEC group was 10.5% (men 13.6%), whereas that in the MoRA group was 

16.3% (men 6.3%). Moreover, women in the MoEC group experienced an AAGR of 59.5% 

(men 15%) in the rank of IV/c; whereas for those in the MoRA group it was -10% (men -

25%). However, while the AAGR of women in the MoRA group was 57.5% in the IV/a rank 

(men 4.3%), for those in the MoEC group it was 8.5% (men 8.9%). A more detailed 

comparison of administrative rank by gender and institutions is provided in Appendix 3.4. 

3.3.2 Managerial positions 

The total number of managerial positions in the period III was 612, of which women 

held 41.7% (see Figure 3.2). In period III, female managers accounted for 42.4% of 

management positions in the MoEC group, whereas those in the MoRA group were 40.4%. 

Throughout the three periods, the proportion of women in all managerial positions has been 

lower than that of men across the university groups. In the latest period, women held 35.5% 
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of all managerial positions. The gender gap is small in the lowest management positions; 

however, it widens as the position gets higher. For example, female Heads of Sub-Unit in the 

period III form 46.2%, but this falls to 30.4% for the rank of Head of Bureau. Finally, the 

representation of women in the highest managerial positions dropped 4.9% from period I to 

period III.  

 

Figure 3.2. Profile of managers by gender and institutions (in %) 
Note. Total managerial positions in period III: 612 (women = 41.7%), MoEC: 389 (women 
= 42.4%), and MoRA: 223 (women = 40.4%). Period = the term of appointment, usually 4 
years, since the data was collected in 2010. Period III means from 2006 to 2010. 

 

Over three periods, the cumulative average growth rate of women in all managerial 

positions decreases as the position gets higher. For example, the average growth rate of 

women in the rank of Head of Sub-Unit was 10.2% (men 9.8%), but it decreased to 7.8% for 

Heads of Bureau (men 15.2%). However, women in the MoRA group experienced a 19.3% 

average growth in the position of Head of Unit (men 6.2%); whereas for those in the MoEC 

group growth was only 4.3% (men 13.4%). Appendix 3.5 provides detailed information on 

managerial positions by gender and institutions. 
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3.3.3 Academic ranks 

According to Figure 3.3 the total number of academic staff in the ten universities 

studied as of 2009 was 6,754, of which women represent 34.3%. The percentage of women in 

the five MoEC universities was slightly higher (35.4%) than that in the five MoRA 

universities (31.3%).The representation of women across academic levels is lower than that 

of men. However, the recruitment of women into academic positions increased 9.5% in a 

decade from 1999 to 2009, as shown in the percentage of female Expert Assistants.  

 

Figure 3.3. Proportions of men and women in academic ranks (in %). 

Note. The total academic staff in 2009 was 6,754 (women = 34.3%); MoEC: 5,055 (women = 
35.4%) and MoRA: 1,699 (women = 31.3%). 

 
The percentage of female academics decreases along the level of academic ranks; 

whereas for men the opposite is the case. For example, in 2009 women held 44.6% of the 

Expert Assistant rank, but this figure falls to 35.9% at Lecturer and then drops to 29.3% at 

Head Lecturer, and then plunges sharply to 12.8% at Professor level. Nevertheless, the 

percentage of female professors almost doubled within a decade from 6.7% of 104 total 

professors in 1999 to 12.8% of 328 professors in 2009. This increase seems to be parallel 
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with the rise in the number of women recruited to academic positions. Although the 

representation of women across the ranks increases within a decade, it appears that the higher 

the academic rank, the lower the representation of women. 

Within a decade, the Average Annual Growth Rate (AAGR) of women academics in 

the MoEC group was 7.2% (men 4.8%), and in the MoRA group was 12.9% (men 5.2%). 

Generally, women’s AAGR in both groups increased as the academic rank gets higher. A 

quite high AAGR was observed in women professors at MoEC institutions (17.8%) and for 

MoRA universities (25.4%); however, the male professor AAGR was also high, especially in 

the MoRA group (25%). More detailed information of men and women’s academic ranks by 

institution is provided in Appendix 3.6. 

3.3.4 Leadership positions 

In period III, the total number of leaders across the positions in all university groups is 

1,214 persons, of which women hold 23.8% (see Figure 3.4). In the same period, the number 

of female leaders in the MoEC group is slightly higher (24.5%) than that in the MoRA group 

(22.7%). In ten universities, women are underrepresented in all levels of leadership positions. 

However, there is a considerable increase in the number of female leaders, especially at the 

lower and middle levels. For example, in period I they represented 25.3% of the 

Department’s leaders and in period III (2009) 30.2%.  
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Figure 3.4. Profile of leaders by gender (in %) 

Note. Centre leaders (head and vice/secretary), Department leaders (head and vice/secretary), 
Postgraduate leaders (directors and assistants), faculty leaders (deans and vices), and 
University leaders (rectors and vices). Leaders in period III: 1,214 (women = 23.8%), MoEC: 
777 (women = 24.5%), MoRA: 437 (women = 22.7%). Period = the term of appointment, 
usually 4 years, since the data was collected in 2010. Period III means from 2006 to 2010. 

 

The percentage of women decreases along the level of leadership positions, i.e. in 2009 

they held 23% of Centre leader positions, but this figure falls to 13.2% at the level of Faculty 

leaders, and then plunges dramatically to 2.2% for University leaders. Separate data analysis 

revealed that no woman has been appointed as rector in the MoEC and the MoRA groups in 

the last three periods. However, in the MoRA universities, a few women have reached vice 

rector positions (around 6% in period II and III), whereas there were none in the MoEC 

group. Furthermore, the percentage of women in the middle leadership positions doubled in 

the space of a decade. Despite an increase in women holding leadership positions within the 

three periods, it seems that the higher the leadership position, the lower the representation of 

women.  
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Over the last three periods, the overall average growth rate of women leaders was 

18.6% compared to men 6.5%. The rate for MoRA women leaders, however, was higher 

(47.1%) than for MoECs (10.3%). Furthermore, women in the MoRA group experienced the 

highest average growth rate at the level of vice dean (68.1%), then in the vice head 

department (52.9%) positions; whereas in the MoEC group growth is higher for the rank of 

vice dean (41.7%), then for head of centre (28.6%) positions. Appendix 3.7 provides more 

detailed information for leadership positions by gender and institutions.  

3.3.5 Appointment, retirement, and rank advancement 

Every year both the MoEC and the MoRA groups appoint fewer female than male 

academics. While the MoEC group appoints new female academics (41%) slightly more than 

the MoRA does (39%), the MoRA group appoints more new female staff (37%) than the 

MoEC does (33%). For both university groups retirement rates are higher for male than for 

female academics and administrative staff. However, the MoRA group experiences a higher 

rate of retirement for female academics and staff than the MoEC group. 

Finally, female academics need a longer period of time to advance to a higher rank than 

do male academics by about six months in both the MoEC and the MoRA groups. In the 

MoEC group, women are promoted from one rank to a higher one every three years and for 

men it is, on average, 2.4 years; whereas in the MoRA group it is 3.4 years for women and 

2.8 years for men. Generally, lecturers in the MoEC group advance slightly faster than those 

in the MoRA group do. Male and female administrative staff in both groups advance at an 

equal pace. A summary is provided in table form in Appendix 3.8. 

3.4 Discussion 

Despite the fact that the State Higher Education Institutions (SHEIs) in Indonesia apply 

the same regulations for the recruitment, selection, and appointment of staff, the effects are 
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different for women and men. The main findings of the present study are as follows: Firstly, 

although a steady growth is observed, the proportion of women is still less than that of men in 

relation to administrative staff (38.5% in 2009) and academic staff (44.6% in 2009). The 

figure for women academic staff is lower than that in the United States (46%), and higher 

compared to the United Kingdom (43%), and Germany (39%) (UNESCO, 2010).  

The lower number of women administrative and academic staff compared to men may 

be connected to the fewer numbers of women applicants offered positions. The current trend 

in the recruitment of administrative and academic staff in state universities has been that the 

candidates must possess at least a Bachelor’s degree and a Master’s degree (Indonesian 

Govt., 2005).  However, the figures for women taking undergraduate programs is about 42%  

(Nizam, 2006) and those taking postgraduate programs could be predicted to be less than 

men. Marriage may also hinder women from applying for university employment. In 

Indonesia, the gender roles in married life are clearly stated: men as breadwinner and women 

as care providers (Directorate of Islamic Courts, 2001; Indonesian Govt., 1974). The female 

spouse may delay applying for an academic job and let the husband go ahead and apply, 

despite the fact that they may both have the same qualifications. Finally, discrimination 

against female applicants may also be a reason for the low numbers of female academics. 

Because the majority of current employees are men (Acker, 1990), particularly in leadership 

positions in universities, the selection process may favor men applicants (Crampton & 

Mishra, 1999) and maintain the status quo (Wenniger & Conroy, 2001). Gender schema may 

also operate to consistently favor men at the expense of women applicants (Valian, 1998, 

1999).  A deeper discussion on how organizational culture and bias play out in discriminating 

against women’s career in academia can be found in Chapter 2.  
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Secondly, women’s representation in both top administrative and academic ranks, and 

all managerial and leadership positions is below that of men’s; and the higher the position the 

more likely that their representation decreases. The underrepresentation of women at the 

highest academic level occurs worldwide. The percentage of women professors in this study 

is 12.8%, and this percentage seems to be quite high compared to the total female lecturers 

employed in the study samples (34%). It is also high compared to existing statistics in 14 

state Islamic universities (5.88%) (MoRA, 2003). This indicates that, with a larger sample, 

the representation of female professors is likely to decrease. In general, however, this figure 

is below that in the US (24%) (West & Curtis, 2006), in the European countries (15%) 

(Sanders et al., 2009), and in some Southeast Asian countries such as Malaysia (22.1%) 

(Ismail & Rasdi, 2006). 

Similarly, women remain scarce in the top management hierarchy, although they have 

made better progress within middle management positions (Eagly & Karau, 2002). Our study 

reveals that women hold 35.5% of managerial positions and around 30% of the highest 

managerial positions. This falls within the scope of International Labor Organization (ILO) 

reports that state that about 20 to 40% of women hold managerial positions (ILO, 2004). It is 

also higher than data from some Commonwealth universities, which report a rate of 15% 

(UNESCO, 2002).  

The scarcity of women in top leadership positions in academia similarly is a worldwide 

phenomenon. The present study reveals that no women had been appointed as rectors and 

very few as vice rectors (2.2%) at university level and 13.2% at faculty leaderships. This 

condition has not changed since the previous decade (Astuti, 2001) and in relation to data 

from a more recent study (Murniati, 2012). On the contrary, women represent 26% of 

colleges and university presidencies in the US (American Council on Education, 2007), 14% 
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of senior leaders in UK universities (Eggins, 2009), 18% in Australia (Australian Goverment, 

2010), and 25% of Thai university executive positions (National Statistical Office, 2009). In 

addition, women hold around 23% of all total middle and low leadership level positions. This 

number is comparable with that found in Ukraine in which female deans and vice-deans and 

head departments represented 20% (Shmel’ova & Parsons, 1995). However, it is slightly 

higher compared to the 13% of head positions in the EU-27 (European Commission, 2009). 

Generally, the finding of this study shows that women are not better represented even in the 

lower leadership levels. 

Finally, women academics take longer (three years) to advance to higher academic 

ranks than men (2.4 years). The slow promotion of women has been apparent in academia 

other than in the Indonesian setting. For example, a US report by the Modern Language 

Association’s Committee on the Status of Women in the Profession, showed that women 

professors in the association were less likely to be promoted than their male counterparts, and 

it took women from one to three and a half years longer than men to advance to full 

professorships (Modern Language Association, 2009). Analyzing personnel records for 1999-

2010 at a university in Australia, Khan found not only that female lecturers take longer to get 

promoted, but are also less likely than men to be promoted (Kahn, 2012). Women historians 

in the US also experience a slightly slower movement from the assistant to the associate 

professor ranks than their male counterparts – averaging 6.25 years from hire to promotion, 

as compared to 5.9 years for men (Townsend, 2013). 

What we can conclude from the data is that although career advancement in Indonesian 

academia is regulated nationally – which theoretically could provide equal opportunity for 

men and women in their career advancement – women are left behind men in their path to 

advance to higher positions. This implies the existence of implicit bias and gender 
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discrimination, as well as the prevalence of a ‘glass ceiling’ (Powell, 1999) and a ‘sticky 

floor’ (Shambaugh, 2008) phenomena, even in a highly regulated career system, such as in 

Indonesian academia. These findings deserve further investigation in respect of why women 

academics are underrepresented in higher positions. 

The discussion of careers in Indonesian academia reveals a number of conditions 

necessary for academic promotion, such as teaching credit, scholarly presentation, thesis 

supervision, and committee appointment. We added them to our framework as variables 

under human capital. Figure 3.5 shows the expanded conceptual framework of career success 

in academia in Indonesia. 
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Figure 3.5. Expanded  conceptual framework of career success in academia in Indonesia 

 

 

Individual Factors (IF) 
 

Socio-demographic 
- Age 
- Gender 
- Marital status 
- Parental status  
- Family support  
- Home responsibility 

 
Personality 
- Ambition 
- Proactivity 

  
Career Outcomes 
 
Objective 

 
- Academic rank 
- Leadership positions 
- Income 
 
Subjective 

 
- Career satisfaction 
- Career engagement 
 

Human Capital (HC) 
 
- Education level 
- Research productivity 
- Publications 
- Teaching credit 
- Scholarly presentation 
- Thesis supervision 
- Committee appointment 

Social Capital (SC) 
 
- Networking  
- Extra-organizational 

involvement 
 

Organizational Factors (OF) 
 
- Type of institution 
- Work-home culture 
- Organizational politics  
- Process accelerators 
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CHAPTER 4  

QUALITATIVE ANALYSIS OF WOMEN’S CAREERS IN ACADEMIA 2 

4.1 Introduction 

This chapter reports the results of qualitative empirical study using interviews 

conducted in stage three of four stages devised for writing the present thesis (cf. Figure 1.1). 

As discussed in Chapter 3, career advancement in Indonesian academia is possible in 

structural, academic, and leadership positions. Advancements to these three positions require 

different paths that are based on nationally prescribed policies, regulations, and guidelines. 

Promotion into a structural position is based on rank, education and training, experience and 

competence (Indonesian Govt., 2000c). Academic promotion is based on accumulated credit 

for education level, teaching, research, community services and supporting activities 

(Indonesian Govt., 2009a). Promotion to higher leadership positions, besides formal 

requirements such as academic rank, educational background, and other qualities, involves a 

political election process in each university. In theory, these mechanisms provide equal 

opportunities for women and men to ascend to the highest possible positions. 

However, the findings of the preliminary study (see Chapter 3) show that in comparison 

to men, women in Indonesian academia are underrepresented in the higher administrative and 

academic ranks, and managerial and leadership positions, respectively. These findings are 

similar to those studied in other countries, which indicate that women are underrepresented in 

senior positions in academia in comparison to men (AVCC, 2008; Eggins, 2009; Sabatier et 

al., 2006; Sanders et al., 2009; West & Curtis, 2006; Wright & Guth, 2009).  

                                                 
2An earlier version of this chapter was presented at the 9th Industrial & Organisational Psychology Conference 
(IOP), Brisbane Convention and Exhibition Centre, Queensland, Australia, 23-26 June 2011. 
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In Chapter 2, from the literature overview, various factors that could hinder women’s 

career advancement in academia were identified including gender roles and stereotypes 

(Eagly & Carli, 2007; Eagly & Karau, 2002; Kark & Eagly, 2010; Valian, 1998); women’s 

possible lack of self-confidence (Lam, 2006; Luke, 1997); women’s generally greater home 

responsibilities (Cohen et al., 2007a; Huang & Sverke, 2007); and typically masculine 

organizational cultures (Crampton & Mishra, 1999; Ismail, 2008; Tlaiss & Kauser, 2010; 

Wenniger & Conroy, 2001). These impeding factors, however, were mostly drawn from 

studies in Western academia and rarely from developing countries. A previous qualitative 

study in Indonesian academia using eight interviews found that family is an important factor 

for women’s career advancement; heavy workloads contribute to women’s lack of aspiration 

to pursue the highest leadership positions; the promotion policies favor men; and to become 

leaders, women have to work harder (Murniati, 2012). Despite being essential, this 

Indonesian based study was limited in the number of interviews and only focused on women 

senior academic administrators in Indonesia. Hence, there remains much to be learned about 

women’s career advancement to top positions in Indonesian academia.  

In light of the existing theories on gender and careers in academia, this qualitative study 

was conducted to explore career advancement to higher academic ranks and leadership 

positions in Indonesian academia including barriers and opportunities for women. This 

interview study is needed to contextualize and enrich emic theories of gender and career 

advancement in Indonesian academia. This interview study will provide answers to the 

second purpose of this thesis which is to explore barriers to academic career advancement, 

particularly those that women are facing in advancing to higher academic rank and leadership 

positions in Indonesian academia. 
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4.2 Data collection and procedure 

Participants. Participants were selected based on theoretical sampling (Creswell, 2007, 

p. 64). Subjects were assumed to have proximate experience, and thus were able to provide 

information about the central phenomenon. The key concepts studied were purposefully 

selected. There is no clear guide as to how many participants should be recruited for a 

qualitative study; rather, it depends on the study (Creswell & Plano Clark, 2011). However, 

theoretical and practical considerations were important. Theoretically, optimal numbers will 

be determined by the research topic and question and the likely variability of experience of 

the phenomenon under investigation. Because qualitative research is labor intensive and time 

consuming, practical constraints relating to the number of people who can be interviewed 

may emerge (Darlington & Scott, 2002).  

Lecturers, current rectors and deans who are mostly men (see Chapter 3) were 

considered the most important figures able to provide relevant information and were therefore 

selected as participants. These participants would hold differing perspectives on the central 

phenomenon because of their varying status, lived experiences and gender background. 

Twenty-five people (detailed in Table 4.1): 19 lecturers (4 men and 15 women), three 

rectors and three deans (all men) participated in this study. Twenty-three participants were 

married with children and two were single (both women). The educational qualification of 

participating lecturers was Masters (10) and PhD (9), and their academic ranks were Lecturer 

and Head Lecturer (17), Professor (1), and Expert Assistant (1). Their ages ranged from 32 to 

58 years and they had worked for their organizations for between 11 years and 35 years.  

Four of the participating rectors and deans held PhDs and two held Master’s degrees 

but were in the process of pursuing their doctorate. The rectors’ academic ranks were 

Professors and those of the deans were Head Lecturers. The age of participating rectors and 
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deans ranged from 47 to 62 years and they had held these positions for up to three years. The 

participants had diverse subject backgrounds including Architecture, Economics, Educational 

studies, Islamic Studies, Languages, Management, Politics, Psychology, and Sociology. 

The participants were affiliated to six Indonesian universities, four being under the 

Ministry of Education and Culture (MoEC) and two under the Ministry of Religious Affairs 

(MoRA). The universities are located in three distinct provinces: Bali, East Java, and 

Yogyakarta. Differing research sites were deliberately preselected for the different social and 

cultural backgrounds they would presumably offer. 

Table 4.1 

The Background of Participants 

Province Authority University 
Lecturers Rectors/Deans 

Female Male Female Male 

East Java 

MoRA 
A 2 0 0 2 

B 3 1 0 2 

MoEC 
C 2 1 0 0 

D 2 0 0 2 

Yogyakarta MoEC E 3 1 0 0 

Bali MoEC F 3 1 0 0 

TOTAL   15 4 0 6 

 

Before determining the participants, we recruited contact persons to help identify 

suitable subjects and then made initial contact with them. From the lists given, the contact 

persons were approached by phone or e-mail to ascertain their consent and availability. At 

least seven people from each university were contacted until sufficient positive responses had 
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been gathered. It was planned that in each university at least four names (usually three 

women and one man) would be targeted as participants. Unfortunately, this was not always 

achieved as a number of participants cancelled their involvement due to, for example, a 

sudden invitation for a meeting. When participants cancelled, we simply dropped them from 

the list, as it was not always feasible to find a substitute from the same university. There were 

occasions when participants suggested colleagues for inclusion and we included them 

accordingly. 

Data collection. Semi structured in-depth face-to-face interviews  were considered to 

be an appropriate approach for this part of the study, as it is commonly used in a qualitative 

enquiry (Creswell, 2008; Mack, Woodsong, MacQueen, Guest, & Namey, 2005). The in-

depth interviews provide an environment that encourages participants to discuss their lives 

and experiences in a free-flowing, open-ended style. Moreover, it enables the researcher to 

interpret their views (Henn et al., 2006; Patton, 2002, p. 348). It also opens up a space for 

spontaneity and offers the possibility of gathering an answer of greather depth as well as 

complete responses (Cohen, Manion, & Morrison, 2007b). 

Prior to conducting an interview, the participants were given a short introduction to the 

study in the form of a written interview guide. This was designed to help them understand the 

purpose of the study and to give a general coverage of the interviews. Some of the 

participants read it, but the majority did not. Those who did not read the guide were orally 

guided through the process. Personal background information of the participants was 

gathered during this session.  

Despite using semi-structured questions in the interviews, I also added some follow-up 

questions or asked for clarifications when necessary during the interview process, which 

sometimes turned into an informal conversation rather than an interview (Patton, 2002, p. 
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342). In this way some discussion was unavoidable and even sometimes made me pose 

directive questions. These questions may have affected the nature and quality of the 

responses from the participants. The more directive questions were posed in an effort to 

encourage or provoke the participants to provide elaborate responses and to make the 

interviews run well. Furthermore, interviewing those aware of the interviewer’s role and 

hierarchical position also affects the nature of the interview and the flow of response. This 

instance was observed from interviewing participants both those whom I have known in 

advance and those whom I have not.  

It should be mentioned that my status as a lecturer in a university, as part of a dual 

career scientist couple, and as a (former) expert member of Center of Women Studies, I 

clearly bring my own agenda and various “frames” into these interviews. These roles may 

have influenced the way in which the interviews were conducted and the data analyzed. For 

example, I may be inclined to place greater emphasis on searching for gender inequality in 

the data than actually exists  (Van den Brink & Benschop, 2012). In addition, I may feel 

forced to be empathetic to the expression of gender inequality hereby blurring my view of the 

reality. To obviate this, I attempted to distance myself from participants and their responses 

so as to produce a more independent interpretation of the data. 

 The interviews were guided by interview protocols. The questions were derived from 

literature representing the core issues in women’s academic career progression (see Chapters 

2 and 3). The questions for lecturer participants covered seven topics: their view of work 

success, the decision to work in academia, the process of lecturer selection, rank promotion, 

professional roles, views on leadership, and work-family combination. The questions for 

rectors and deans included five main topics: perception of success, becoming leaders, 

selection process of leaders, rank advancement and leadership appointment, and work-family 
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combination. The focus of the questions was on factors likely to affect the career 

advancement of female academics in both higher academic rank and leadership positions. A 

sample of interview guides in Bahasa Indonesia as well as in English is provided in Appendix 

4.1. 

Most interviews lasted between one hour and one and a half hours. This duration 

concurred with the common practice of qualitative enquiry: ‘two hours seems too long to sit 

at one time and anything shorter than 90 minutes for each interview seems too short’ 

(Seidman, 2006, p. 20). In addition, researchers agree that ‘the standard duration of adult 

interviews should be between one and two hours’ (Brewerton & Millward, 2001, p. 83).  

The majority of interviews were held in an amenity room located on the university 

campus, and some were held in the participant’s office. Only two interviewees requested 

interviews in their homes and one in a hotel. Generally, the venues used for the interviews 

provided a quiet place for recording with few or no interruptions. All interviews were tape-

recorded with the participant’s consent. In addition to recording, it was necessary to take 

rough notes to help pin-point any emerging themes that would need to be revisited. All 

interviews were carried out in the Indonesian language by the author and took place over a 

four-month period from January 2009 to April 2009. 

Interpretation. The results of interviews were transcribed, coded, and interpreted. A 

verbatim typist was hired to facilitate the transcription process, with each interview taking 

three to four hours to transcribe. Rechecking of the transcripts against the original recordings 

was also carried out both to ensure the accuracy of the transcript and to provide us with a 

greater intimacy with the data. We did not manage to recheck the transcripts with the 

participants. However, two interview transcripts were translated into English to allow 

outsiders to gain insight into the nature of our data. 
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The interviews were interpreted using a thematic framework; that is, the conversational 

data were analyzed for recurrent themes and the relationships between these themes, which 

are brought together into categories based on their similarities. Categories were then 

developed into themes that were further analyzed for relationships between themes (Ritchie 

& Spencer, 1994). The analysis process started with coding each sentence or meaning unit. 

To be able to discern similar descriptions all the statements were coded. The coding schemes 

used were the combination of a priori coding based on the existing theory (see Chapter 2) as 

well as by using an inductive approach. Similar codes were clustered together and then 

collapsed into main themes and categories. The main themes that emerged were based on the 

relationships between the categories. This resulted in virtually hundreds of codes that were 

subsequently grouped according to their commonalities, which resulted in ten categories. 

Using constant comparative analysis, eventually this revealed three themes. A visual map of 

key themes and the connections between them was constructed and ordered based on the 

most mentioned themes; that is, family related issues, organizational barriers, and individual 

related barriers (see Figure 4.1). In addition, an examination of how the responses of 

participants compared across an issue was made for both divergences and similarities of 

response. 

The quoted statements from participants are the English translated versions and use 

codes such as Int.1/M/F-30 where Int. =Interviewee, 1=Reference code of interviewee, 

F/M=Female/Male, and 30=Age.  

4.3 Results 

The purpose of this study was to explore barriers to academic career advancement, 

particularly those that women are facing in advancing to higher academic rank and leadership 

positions in Indonesian academia. This study revealed ten main categories of perceived 
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barriers for women academics to advance to higher academic rank and leadership positions. 

These categories may be grouped into individual-, family-, and organizational-related 

barriers.  

4.3.1 Individual-related barriers 

Being in a minority position. All female participants felt that being in a minority in 

both number and status is an obstacle for women in achieving higher leadership positions. 

Participants reported this to be a phenomenon commonly encountered in their organizations. 

Participants also stated that some women academics are actually capable of being leaders but 

currently many are not eligible for top positions because they are in junior positions.  

There are many smart female lecturers here but [they are] not eligible for the deanship 
because they are junior (holding lower academic rank) and in a minority. Currently 
only about 5% of women are more senior (holding high academic ranks), so the 
outcome of becoming a leader is greater for the rest (male senior) (Int. 16/F-35). 
 

They also stated that the opportunity to become a leader is officially equal for men and 

women; but since men outnumber women and hold the majority of senior positions, the 

likelihood of women being selected for higher leadership positions is lower. 

Lack of political intention and confidence. Participants perceived women’s relative 

lack of political intention and confidence as barriers for pursuing leadership position. All 

participants reported that the selection process for higher leadership positions is political and 

involves conflict. However, many female participants reported that their political intention is 

lower compared to that of men and that they tended not to be involved in political conflict 

and challenges. In addition, a few female participants stated that they would rather avoid a 

conflict situation in relation to leadership selection process.  
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In the realms of politics, I guess, the political preference, talent or endowment of 
women may not be the same as men. I do not know whether it is a fact or myth. Being a 
dean, like other leaders, involves politics (Int. 16/F-35). 

 
No women applied for the dean position because its selection process is political. 
Actually those fulfilling the requirements were supported to apply, but women did not 
want to apply. It seems they want to avoid competition so that didn’t apply for first 
round selection (Int. 13/F-34). 

 
I don’t know if I have the capacity to lead faculty. Sometimes I think of taking 
leadership training. It seems being a leader is difficult. It is being continually observed, 
and it has a lot of challenges. If I do this, others would suggest doing that, so it is 
difficult. So, managing a success must be very careful. I want to be a leader but I 
continually ask myself: do I have a talent? Am I capable of becoming a good leader? I 
still don’t know and I need to discover my talent in me (Int. 13/F-34). 

 
No women dare to apply for top leadership positions. I am actually qualified but do not 
dare to fight for it either. It might be because women are not confident so they do not 
want to fight (Int. 19/F-41). 
 

Even though they felt qualified and capable of being leaders, many women reported a 

lack of confidence in leadership. Some said that, as a result of a lack of confidence, women 

appeared not to promote themselves in terms of becoming top leaders. 

4.3.2 Family-related barriers 

Competing work-family times. The first category encompassed competing work-

family times. Only women participants mentioned conflicting times when it comes to work 

and family life. When the competing work-family times occur women said they were more 

likely to prioritize family over their career and its effect is apparent in that they may reduce 

the time and energy for their career activities. Although they would not give up their 

professions, all female participants reported that having a family poses challenges in terms of 

their career. They indicated that they want to have both roles, even if they are finding it 

difficult to combine them. Indeed, those who have small children were sometimes compelled 

to bring their children to campus in an effort to combine their dual-roles, work and family. 
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[For women] the responsibility and love bound with family is so strong that if there is a 
competing value between work and family, I believe, most likely a woman will choose 
family. Social burden also heightens this in that if there is family breakdown a woman 
is seen as the more responsible one. I think these become considerations for women in 
advancing their careers (Int.16/F-35). 

 

Even before pursuing careers, some female participants reported having considered the 

effects of marriage and having children on their career, and they perceived this as an 

important consideration. 

I got married and I had to focus not only on work, but also on family. I was already 
aware that as a mother I also have a responsibility to my family. That is, educating 
children, managing family that demands time. If time is spent only on working, my 
family may not be fine. At that time, I thought of things like that (Int. 14/F-40). 

 

Spousal permission and restrictions. An issue mentioned by both female and male 

participants was the permission and restrictions from spouses. Few male participants stated 

that many married women seek permission from their husbands before deciding to 

concentrate on their career and that there is no guarantee their husbands will always provide 

this permission. Moreover, some women who had small children experienced career 

restriction by their spouse who suggested that their work would not fit with their home 

responsibilities, and the women felt obliged to comply. 

Commonly, mothers [working mothers] have to ask permission from their husband, and 
most husbands would say not to take that, instead take this (Int.12/M-40). 

 
My husband advises me like this: ‘you can work in campus or anywhere else to pursue 
your career as far as in the limit of working mother, as a mother who also works’. It is 
fine to teach but do not find other jobs taking too much of your time causing you to 
neglect your family. After all, family is the sole responsibility of the mother (Int. 13/F-
34). 

Permission and restriction have resulted in some women being unable to participate in 

personal development such as training because their husband would rather they used that time 

to look after their child. One female respondent described one of her colleagues who 

experienced such a restriction: 
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There was invitation from campus to participate in training. A female lecturer was very 
interested in it. She talked about it with her husband and she ended up without his 
permission. She, then, embarrassedly, asked the committee to ask her husband for 
permission. Indeed, the committee forwarded her request to her husband. Her husband 
said: ‘sorry Miss [the head of committee] I do not give her permission because I ask her 
to take care of my child’. She did not join the training in the end (Int. 18/ F-37). 

In contrast, permission and restriction does not appear to be experienced by male 

participants and they are able to make decisions about their careers without having to discuss, 

let alone ask for, permission from their wife. Most of the male participants mentioned that 

they would rather take advantage of collegial networks in making their career decisions and 

advancements than involve their family. 

When I applied for the job, I didn’t tell my wife. I told her after I had the definite 
acceptance letter for being full lecturer. During the trial period she thought I was still 
working in my previous office (Int.12/M-40). 

 
I used to consult with my colleagues before making decisions about my career. I think I 
am not used to telling my family about what happens to my career life, and especially 
asking for their considerations. It may be my weakness; but I guess I don’t want to 
involve my family in thinking about what I will decide, so my wife does not take part in 
it (Int. 25/M-53). 

Effects of child rearing. Another challenge facing most of the women participants but 

not men participants was child rearing and its effects on their career. Many women 

participants who had experienced a delay in continuing their studies or in rank advancement 

reported that it was largely due to having small children. Continuing to study was perceived 

as even more stressful if it involved moving to a different place. Those with small children 

reported difficulties in continuing their study and career advancement because they felt 

compelled to care for their children during this time. Some even felt that continuing to study 

and advancing their career in this period was impossible. Several female participants affirmed 

this situation.  

I had to pursue my Master’s degree as required to be a lecturer. But then, while doing 
my study I was so busy with babies I delayed finishing my study. I personally wanted 
to finish my study on time. But when I started to focus on my study I got pregnant 
again and this destroyed my concentration (Int. 13/F-34). 
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Female lecturers are not as productive as male, maybe, because after teaching, at home 
they have to deal with children. When they are small, they automatically need a lot of 
attention, especially during the breastfeeding period. So I didn’t have enough time, for 
example, to write articles, until there was no time to organize my promotion. So, it was 
delayed (Int. 18/ F-37). 

In response to the question about why female participants have experienced slow 

progression and difficulty continuing their study, various reasons were given but most 

answers were connected to the difficulties of combining child rearing and work roles.  

I want to achieve the rank of professor, if I have a PhD degree. But for now I haven’t 
thought of pursuing my PhD. I want to concentrate on teaching and reaching the highest 
academic rank possible while taking care of my children (Int. 13/F-34). 

All of the female participants and some male participants also reported that having 

young children was a major consideration for women in pursuing leadership positions and 

even choosing not to pursue such positions at all. The presence of young children also 

appeared to negatively affect some women participants’ ambition to strive for leadership 

positions.  

I have a view that family is most important. I have to work too but family should not be 
neglected. Therefore, I don’t really struggle to pursue my career in leadership. Some 
other women also plan not to pursue leadership positions because they view that the 
family is most important (Int. 14/F-40). 

 

All participants had the perception that leader-related activities require extra hours and 

are often conducted after office hours. This has made married women with children think 

twice before considering pursuing a leadership position. They might not apply for it because 

they are afraid of being accused of neglecting their children and creating tensions within the 

family.  

I often take extra hours for finishing my work in campus. My husband then criticizes 
me for leaving my kids at home often and not caring enough for the family. So, I have 
to think twice about applying for a leadership position, as it involves more time and 
energy (Int. 19/F-41). 
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So far I have to work in compliance with my husband’s regulation. Teaching and 
additional campus work is fine, but not too much because I also have to look after and 
take care of my children’s needs. With looking after three children alone, I have to 
leave work earlier and continue the work at home, after caring for the children and 
doing household work. This would not be possible if I held a leadership position (Int. 
13/F-34). 

 

In contrast, men participants reported that delaying or cancelling their continuing 

education was due to holding a leadership position, being close to retirement, being too busy 

with extra jobs, and not due to family concerns. One of the male interviewees described the 

reasons why men eventually did not pursue their PhD: 

 I will not possibly pursue my PhD. I have been appointed as a dean and serving as a 
dean I am not allowed to continue my study because it is destructive to my work. After 
serving as dean, I will retire so I won’t have a PhD degree. My colleague, Mr. X, also 
won’t pursue a PhD because he has a good business outside campus. Mr. Y is the same 
because he has a good position in a political party and yet Mr. M has had jobs in both 
lower and higher positions on campus so he decided not to pursue a PhD because now 
he is almost retired  (Int. 22/M-51). 

Perceived secondary income earner. Some of the barriers for women mentioned were 

associated with gender roles in marital life. All female participants suggested that family is a 

shared responsibility, but they stated that married women are not obliged to earn an income 

for their family (but that men are); hence, they may view their work as additional to that of 

their husband. This affirms a widely held value that family is the pillar of Indonesian social 

cohesion and that financial responsibilities are on men’s shoulders. 

When we marry, according to the law, we are economically dependent on our husband 
and we don’t have the obligation to provide financially for the family. Our work is just 
complimentary to that of our husbands and our income is for our own needs. It is like 
the popular saying ‘when not married, women depend on parents, and when married, 
women depend on husband’ (Int.09/F/41). 

Although acknowledging that leadership positions may lead to extra income and 

reward, the women interviewed seemed less driven to strive for these positions because they 

feel they are not the main income earner. Many female participants expressed the following 

idea: 
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Women do not attempt to reach top positions because they are already limited by their 
belief that their work is only complementary; [work] is not their main aim. So, one of 
the factors is the culture, teachings that nurture women (Int. 14/F-40). 

4.3.3 Organizational-related barriers 

Sex discrimination. Participants also reported the prevalence of sex discrimination. 

Some female participants reported they were asked a question not posed to any prospective 

male candidates during a job interview. For example, if her husband moved to another region 

what would she do? And if her future husband worked outside her city what would she 

choose to do? If a potential female candidate prefers to follow her (future) husband, she 

would not be accepted.  

In here, women candidates face more serious questions regarding personal status. Since 
I wasn’t married, I was asked ‘if your future husband moves to another region, what 
you would do?’‘If your boyfriend works outside this city, what would you choose?’ 
This is accentuated here, right from the start (Int. 14/F/47). 

There was a case in which a female candidate was unselected and one of the main 
reasons was that she wanted to follow her husband when she got married. In fact, 
according to the committee, she was a very potential candidate (Int. 14/F/47). 

While acknowledging that such questions are unfair and reflect gender bias, some 

participants indicated that it was normal for the university to ask such questions in order to 

get to know more about their personality, assess their commitment to work and to preserve 

energy and resources in relation to staff intake.  

I think that [asking those questions] is normal because they [the university] want to 
know about the candidate’s personality and don’t want to waste investment. On the 
other side, I think it is not fair, because there are dual standards for female candidates 
(Int. 17/F/32). 

 

Masculine culture. The prevalent masculine culture in academia was a repeatedly 

mentioned theme. While all female participants acknowledged the existence of masculine 

culture associated with leadership and the prejudice demonstrated towards women, i.e. 

women are not suitable for higher leadership positions, none of the male interviewees did. 
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According to the participants, the masculine culture encourages a sense of uncertainty about 

being led by women; hence, people prefer to have male leaders and this prevents women 

from aspiring to reach top positions. Women aspiring to higher leadership positions face this 

cultural boundary and prejudice and, consequently, their chances of being selected are 

reduced. 

Male hegemony is widespread and will not give an opportunity for a woman to achieve 
a top leadership position. For example, for the position of dean, people still support 
men more than women. [Also] male dominated culture is so strong that people feel 
safer being led by a man (Int. 19/F-41). 

There is still a cultural boundary. In terms of procedure and regulation, the opportunity 
exists. In terms of competence, many women already have it. But, [there is a] cultural 
boundary, not explicitly said. There is a common perception of uncertainty about what 
it would be like to be led by a woman, and that women are not suitable for leadership. I 
think that is persistent (Int. 18/ F-37). 

Lack of specific treatment for work-family combination. Another issue addressed was 

the lack of work-family combination facilities. Fourteen female participants reported that 

their universities had not considered meeting the specific needs of female academics in 

relation to family-work combination. Instead, any facilitation was largely related to work, and 

family matters were considered the individual’s business.  

In here [the campus] most facilities are related to work not family. So, there is not 
much attention yet [for family-related issues]. At most, when a mother goes home 
earlier it is tolerated, but if work becomes too demanding, this is no longer tolerated. It 
is an individual’s business to manage family (Int. 11/F-40). 

As a result, those with special needs find it difficult to fit their caring responsibilities 

and things such as breastfeeding with their work hours. In addition, female lecturers often 

incur higher costs when performing office duties outside campus if they bring their babies 

too, because no extra cash is provided for them by the university. 

In here, there is no special facility for women to breastfeed and I feel it is difficult; I 
have a commitment to breastfeed my kids until six months or even for two years. But 
when I have to breastfeed, I find it difficult to find a place, so I breastfeed him in the 
car (Int. 14/F-40). 
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I had to go to another island for a duty and I decided to bring along my one-year-old 
baby. So, the cost was more expensive. I have to accomplish my duty, but at the same 
time performing my family responsibility (Int. 14/F-40). 

Lack of specific empowerment. One of the acknowledged barriers was the absence of 

specific empowerment for female academics. Such absence, according to male participants, is 

due to perceived practices related to equal policy and regulations, which are implemented 

impartially. Six of the leaders (all men) interviewed expressed this notion. 

Frankly, this is not about men or women. It is an obligation of campus leadership to 
have empathy to all problems on campus. I urge all staff to ascend the ranks and for 
their career to run well. This is for men and women. I used to accelerate the process of 
rank promotion, providing the requirements were met. My obligation is to facilitate 
them so that the promotion process can be carried out promptly (Int. 22/M-51). 

However, all female academics interviewed felt that empowerment and affirmative 

action are important in accelerating their advancement as they said they face cultural barriers.  

Culturally, we [women] face barriers. If not encouraged and given affirmative action, I 
do not think women can advance far enough (Int. 18/ F-37). 

The campus management holds a contrasting view and believes that it is not necessary 

to provide empowerment specifically for women academics. The majority of the leader 

participants (male) expressed the view that providing specific empowerment for women 

academics could be perceived as undermining the capacity of women. 

For me, there is no need to put much in place for women’s advancements. Therefore, 
they are given a broad chance, the same opportunity, so that they can develop 
themselves, individually, but within the collective. This is because, strictly speaking, 
this may even deprive them and sounds discriminatory. So, I think, there is no need as 
yet to provide special treatment for female lecturers (Int. 21/M-48). 

4.4 Discussion 

The purpose of this study was to explore barriers to academic career advancement, 

particularly those that women are facing in advancing to higher academic rank and leadership 

positions in Indonesian academia. 
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Although career advancement in Indonesian academia is based on national policies 

women academics are underrepresented in and take a longer time to advance to the higher 

academic ranks and leadership positions (see Chapter 3). Factors that hinder women career 

advancement as discussed in Chapter 2 include gender role and stereotypes, family care 

responsibilities, and organizational culture.  From this qualitative study using interviews, we 

can conclude that women in Indonesian academia appear more likely to face various barriers 

in their career advancements compared to their male counterparts. The major barriers 

mentioned include being in the minority and an apparent lack of confidence in leadership 

positions; a strong commitment to family care and spousal restriction; and organizational 

discrimination and bias. Some barriers may affect women’s advancement to both higher 

academic rank and leadership positions and some only leadership.  

We created a visual map of possible causal paths postulated from the interviews of 

perceived barriers inhibiting women academics from advancing to higher academic and 

leadership positions in Indonesian academia (see Figure 4.1). The map illustrates the possible 

interconnectedness of diverse causal processes that lead to relatively fewer women than men 

in higher academic and leadership positions in Indonesian academia. It also shows apparent 

resemblance to models of the underrepresentation of women developed using the systems 

dynamics approach (see Bleijenbergh, Benschop, & Vennix, 2013). Such group build models 

typically incorporate feedback loops from outcomes to barriers, identifying levers for change. 

As an example, the lower number of women at top academic and top leadership 

positions compared to men thus perpetuates unfriendly work-family environments and serves 

to reproduce masculine cultures. A general feedback loop suggesting such pathways has been 

incorporated into Figure 4.1. However, our possible causal paths of perceived barriers to 

women’s career advancement in academia have not been corroborated with a focus group of 
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participants. The “true” causal paths and feedback loops could actually still be very different 

and would need to be tested in further research. 

Being in a minority and lack of confidence in leadership positions were felt not only to 

impede women’s leadership aspirations, but also to lead to defeat in the leadership selection 

process. The leadership selection process in Indonesian academia, i.e. for rectors and deans, 

involves a degree of politics in which network support is crucial for the winning candidates. 

However, women are less in number and less represented in the bodies in charge of selecting 

leaders, and they generally hold lower positions (see Chapter 3); thus, men still dominate the 

networks making it difficult for women to participate (Crampton & Mishra, 1999; Wenniger 

& Conroy, 2001). Being in a minority discourages women from the leadership competition, 

diminishes supporters, and decreases bargaining capacity (Besecke & Reilly, 2006).  

The status of being in a minority thereby discouraging women from the leadership 

competition is aggravated by the fact that many Indonesian women lack political experience, 

still view politics negatively (UNDP, 2010), and apparently lack confidence in their ability to 

lead (Lam, 2006). Perhaps, women’s lack of confidence in leadership may be equated with 

that in an engineering career, both of which are currently male dominated.  In engineering 

careers, women are found to lack professional role confidence, compared to men, reducing 

their likelihood of remaining in engineering majors and careers (Cech, Rubineau, Silbey, & 

Seron, 2011). The minority status and lack of confidence in leadership positions make 

women passive supporters, rather than active participants, in the leadership process.  

Women’s career advancement in Indonesian academia is strongly confronted with 

family-related issues, such as the need for family care, time conflicts, spousal restrictions, 

and being perceived as a secondary income earner. The first three issues are felt to have 

resulted in women deploying little of their time and energy to those activities necessary for 
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academic advancement, such as continuing education, research and scholarly work. The last 

issue has led to women’s hesitation in applying for leadership positions. Literature suggests 

that women still have more care and housekeeping responsibilities than men (Huang & 

Sverke, 2007). This is particularly so in the Indonesian family structure in which the wife is 

expected to function as a household manager and the husband is the breadwinner (Directorate 

of Islamic Courts, 2001; Indonesian Govt., 1974).  

To maintain their academic careers, the women in this study say they feel compelled to 

combine their career with their goals of motherhood (Ferreira, 2006). Such a combining 

effort often results in greater time conflicts for women than for men (Halpern & Cheung, 

2008). Some women may place a stronger emphasis on family issues, especially their spouse, 

children and domestic responsibilities, resulting in less time to spend on professional 

activities necessary for academic advancement (Buddeberg-Fischer et al., 2009; Eagly & 

Carli, 2007; Machung, 1989). This is particularly true for research activities and publications 

(Gunawan, 1999). Lack of research activity may be due to limited personal budgets, abilities 

and the interests of a particular lecturer as well as the time needed to undertake research 

(Mam, 2003).  
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Figure 4.1. Visual maps of possible causal paths and feedback loops of perceived barriers to women’s career advancement in academia 
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Some women academics experience spousal permission and restriction in relation to 

their careers. This may be connected with the gender role relationship outlined in the 

marriage law in Indonesia, in which the husband is obliged to provide financially for the 

family, and the wife is the manager of domestic matters (Directorate of Islamic Courts, 2001; 

Indonesian Govt., 1974). This may also be the effect of Indonesian culture, particularly 

traditional Javanese culture, which views women as subordinate to men, as merely 

companions to and followers of men, and there to serve and provide pleasure for men 

(Arimbi, 2010; Endraswara, 2003). The obligation of men to provide financially for the 

family, combined with culture may result in the husband’s power over his family; this can be 

demonstrated in the limitations he puts on his wife’s activities, including work. In these 

situations, a wife will have to negotiate any career opportunities based on whether her 

husband feels this will or will not interfere with her home responsibilities. Women may take 

up potential offers such as going overseas, but their husbands might be against such plans. 

This means women may face conflict between their personal wishes and demands imposed 

on them by others. In cases where the husband is dominant, the women may respect his 

demands rather than follow her wishes. In more traditional societies, such as in Indonesia, the 

division of domestic labor is more clearly pronounced and women are expected to perform all 

domestic duties, whereas in less traditional societies women carry the majority of domestic 

work (Crompton, 2006; Forste & Fox, 2012). 

Furthermore, socio-cultural and religious-based values have placed married women in 

the role of secondary income generator (Directorate of Islamic Courts, 2001; Eagly, 2001; 

Indonesian Govt., 1974) which may result in women’s lower motivation to gain greater 

rewards within an organization by moving into the managerial or leadership domain. The 

heavy workloads of being a leader combined with strong domestic responsibilities, contribute 



112 
 

 
 

to women’s relative lack of aspiration to pursue top leadership positions as voiced in 

interviews  (Murniati, 2012).   

Apart from individual and family related barriers, Indonesian women academics also 

face organizational-related constraints such as discrimination, masculine cultures, and lack of 

empowerment, and these have affected women’s decisions to pursue leadership positions. 

Overt gender discrimination may not be expressed (Morris & Fiske, 2009) as it is against the 

law (Indonesian Govt., 1999a), but it does not disappear. Indeed, it may have changed form 

and become more subtle, covert, systemic and difficult to perceive. Such subtle 

discrimination may take place in recruitment for academic posts. In recruitment, non-

transparent and closed appointment procedures, such as using closed interview, may put 

female applicants in a less favorable position than their male applicants (Husu, 2001), thereby 

reducing the number of women recruited. It could also be reflected in discriminatory 

organizational practices, through managerial recruitment and selection processes, training and 

development opportunities, performance evaluation procedures, and promotions (Kottke & 

Agars, 2005; Schein, 2001). An example of this could be setting higher standards for women 

compared to men in the promotion process, or the placement of women in the positions seen 

as being ‘most suited’ to women (Abdul Ghani Azmi et al., 2011). As a result, the number of 

women in the higher academic ranks and leadership positions is less than that of men. 

Organizations have been male dominated for a long time; thus, they are organized 

around and support men’s work styles and life cycles, even those that appear to be ‘gender-

neutral’ and meritocratic (Acker, 1990; Ely & Meyerson, 2000). Thus, those who do not 

conform to the existing masculine culture may find it difficult to gain acceptance (Wenniger 

& Conroy, 2001). In addition, organizations may apply hiring criteria based on existing 

organizational composition (a male majority) (Kanter, 1993). Due to organizational 
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masculine culture, organization members may ignore and discourage women from seeking 

senior managerial positions and other leadership roles within universities (Crampton & 

Mishra, 1999). Even if women have the necessary ability and are willing to apply for top 

leadership positions, their colleagues (mostly men) would discourage them, as they are not 

yet considered suitable for the position. Furthermore, male superiors feel uncertain and 

insecure about women in leadership positions and therefore there is a preference for men.  

The organizations in this study appear not to provide specific support for women in 

coping with work-family combination and career development. Instead, this has been left to 

the individual to overcome. This may be related to the implementation of statutory legislation 

on equal opportunities for all public servants (see e.g.,  Indonesian Govt., 2003, 2005, 2009a). 

However, the absence of this particular support could seriously and permanently affect 

academic women’s lives (Bernstein & Russo, 2007) and may be a source of dissatisfaction 

among female academics (Bataille & Brown, 2006). This is why a supportive spouse and 

family are more crucial for women’s academic advancement (Özbilgin & Healy, 2004) than 

for men’s due to women’s greater domestic responsibilities. Indeed, family support and/or 

having domestic servants are very important for women to combine both professional and 

domestic roles (Murniati, 2012). However, this support may only be a partial influence in the 

leadership arena; other persistent barriers remain to be conquered by both the individual and 

the organization. 

In Chapter 2 we developed the generic conceptual framework of career success in 

academia (cf. Figure 2.1), which includes individual factors, human capital, social capital, 

and organizational factors to predict both objective and subjective career outcomes. Then, the 

conceptual framework of career success in academia in Indonesia was developed (cf. Figure 

2.2) by filling individual factors, human capital, social capital, and organizational factors with 
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a number of variables associated with career outcomes in academia, as informed by extant 

literature. In Chapter 3, the conceptual framework of career success in academia in Indonesia 

was expanded by adding several variables of human capital necessary for academic 

promotion in Indonesian academia, e.g., community development and committee 

appointment (cf. Figure 3.5). The findings from the interviews described in this chapter 

suggest that some factors that hinder or contribute to career success in academia appear to be 

consistent with the commonly identified predictors from Western studies and other studies in 

Asia and in Indonesia. However, some factors found in this study may be considered as being 

unique to the Indonesian context, such as spousal restriction and the perception of the 

secondary income earner. These two factors are added to the conceptual framework as 

variables under demographics (see Figure 4.2). 

Enriched with these findings, many of which are unique to the Indonesian context, we 

now move on to explore the possible relationships put forward in the model as depicted in the 

Figure 4.2 and to test a number of specific hypotheses in the following Chapter 5. 
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Figure 4.2. Conceptual framework of career success in academia in Indonesia with additional 
variables 
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CHAPTER 5  

CORRELATES OF ACADEMIC CAREER SUCCESS: EVIDENCE FRO M THE 

QUANTITATIVE STUDY 

5.1 Introduction 

As presented in Chapter 1, we devised four stages for conducting this study (cf. Figure 

1.1).  Stage one is developing study framework, stage two is the literature review, stage three 

is conducting empirical studies including qualitative and quantitative methods for 

preliminary, exploratory (based on questions) and explanatory (theory-based hypotheses and 

tests) analyses, and stage four is reflection. This chapter presents results of the quantitative 

empirical study conducted in stage three to explore and explain the nature of relationships 

between correlates and predictors of career outcomes in academia; and thus provides answers 

to the third objective of the present thesis which is to investigate success factors that 

contribute to both objective and subjective career success in academia.  

In Chapter 2, we discussed conceptualizations of objective and subjective career 

success in academia along with their potential determinants. Objective career success can be 

measured objectively by using indicators such as income or salary level, advancement or 

promotion rank, and occupational status (Chênevert & Tremblay, 2002; Melamed, 1996; Ng 

et al., 2005; Seibert et al., 2001b). Subjective career success captures individuals’ evaluation 

of their career attainments according to their personal criteria, such as career satisfaction 

(Greenhaus et al., 1990; Kirchmeyer, 1998; Ng et al., 2005).  

The discussion of the relationships between the potential determinants and the outcome 

of careers resulted in a conceptual framework of career success in academia in Indonesia (cf. 

Figure 2.2). The conceptual framework is then enriched with the results of two empirical 

studies. The first empirical study is related to the Indonesian academic, legal, political, and 
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cultural situations (Chapter 3). In Indonesian academia, apart from education, research 

productivity, and publications, other properties of human capital such as teaching, thesis 

supervision, scholarly presentation, and committee appointment are important for academic 

advancement. Therefore, these factors are included in the conceptual framework for future 

analyses (cf. Figure 3.5). The second empirical study is qualitative, exploring possible 

barriers to career advancement to higher academic and leadership positions, especially those 

commonly faced by women academics (Chapter 4). From this study, we identified two 

factors that may be considered unique to the Indonesian context i.e. spousal restriction and 

the perception of women as the secondary income earner. Thus, these two factors are added 

into the conceptual framework for later analyses (cf. Figure 4.2).  

Based on theory (Chapter 2), the Indonesian context (Chapter 3), and interviews 

(Chapter 4), we finally performed a quantitative study to explore the possible relationships 

outlined in the final model of career success in academia in Indonesia (see Figure 5.1) and to 

test a number of specific hypotheses. In this chapter, we describe this quantitative study. This 

chapter starts with methodology, which includes sampling, instrument development, data 

collection procedures, analysis plan and measurement equivalence, and measures. We next 

present exploratory analyses in which selected demographic information, the associations 

between the main research variables, and gender and institutional background comparisons 

are described. These are exploratory since the analyses were not guided by specific theory-

based hypotheses. 

For the explanatory analyses, we first develop and then test three sets of specific 

hypotheses based on the literature review, the Indonesian context and the interviews 

described in the previous chapters. The hypotheses refer to: (1) the associations of human 

capital and social capital with academic rank and leadership position; (2) the associations of 
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ambition and family support with income and career satisfaction; and (3) the associations of 

proactivity and organizational politics with work engagement. Discussions of the findings are 

also provided. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.1. The model of career success in academia in Indonesia used for exploratory and 
explanatory analyses  

Individual Factors (IF) 
 

Socio-demographic 
- Age 
- Gender 
- Marital status 
- Parental status 
- Spouse’s education 
- Spouse’s occupation 
- Home responsibility 
- Family emotional support 
- Family practical support 

 
Personality 
- Ambition 
- Proactivity Career Outcomes 

 
Objective 
 
- Academic rank 
- Leadership positions 
- Income 
 
Subjective 
 
- Career satisfaction 
- Career engagement 

Human Capital (HC) 
- Education  level 
- Teaching credit 
- Research productivity 
- Scholarly presentation 
- Thesis supervision 
- Committee appointment 
- Publications 

Social Capital (SC) 
- Intra-organizational networking  
- Inter-organizational networking  
- Extra-organizational involvement 

 

Organizational Factors (OF) 
- Type of institution 
- Work-home culture support 
- Work-home culture hindrance 
- Organizational politics  
- Process accelerators 
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In the final model of career success in academia in Indonesia (Figure 5.1), we added 

two factors under demographics i.e. spouse’s education and spouse’s occupation to provide 

additional depiction about respondent profiles, but altered two factors formerly added to the 

framework (cf. Figure 4.2). The altered factors are (1) spousal restriction, because we 

consider it as the flipside of family support—already included in the model, and (2) perceived 

secondary income earner role, because our survey is geared towards the academics 

themselves and not the perception about them. 

5.2 Methodology 

5.2.1 Population and sample 

The population of the study was all Public Civil Servants (PCS) lecturers employed in 

State Higher Education Institutions (SHEIs) in Indonesia. In 2008, the number of PCS 

lecturers working at SHEIs of the Ministry of Education and Culture (MoEC) was 64,526 

(men 41,619 or 64.5% and women 22,907 or 35.5%) (MoEC, 2008) while the number of 

lecturers at SHEIs belonging to the Ministry of Religious Affairs (MoRA) was 11,966 (men 

7,862 or 65.7% and women 4,104 or 34.3%) in the same year (MoRA, 2008). The total 

number of male lecturers with the status of PCS under both authorities was 49,481 (64.7%) 

and that of women was 27,011 (35.1%). 

The sample sizes taken from the population were determined by the table of sample 

sizes for a probability sample offered by Cohen, Manion and Morrison (2007b, p. 104). 

According to this table, the sample taken from a population of more than 40,000 and fewer 

than 100,000 is 381; and more than 20,000 and fewer than 30,000 is 377, with a confidence 

level of 95% and a confidence interval of five. Because this study involves the gender 

subpopulation, the sample taken was adjusted accordingly. Based on the table, the ideal 

sample taken from the male subgroup was 381 and the female subgroup was 377; thus, 
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totaling 758. The final sample was determined by the response rate to the survey, which was 

62.5%.  

From 750 distributed questionnaires, 469 respondents (men = 261 or 55.7%, women = 

208 or 44.3%) returned questionnaires of analyzable quality. These came from 18 universities 

(MoEC 10 and MoRA 8) located in the four provinces of central Indonesia: South 

Kalimantan, South Sulawesi, NTB, Bali; and seven provinces in western Indonesia: East 

Java, Central Java, West Java, Yogyakarta, Bengkulu, Riau, and Aceh (see Figure 5.2 for 

research maps). 

 

Figure 5.2. The provinces of research locations, indicated by smiley faces 

5.2.2 Research instruments 

Survey questionnaires were used and consisted of ten sections containing 57 main items 

in total. Some items were open-ended questions and some were of the Likert 5- scale type, 

i.e. 1 = Strongly disagree and 5 = Strongly agree. A sample questionnaire in Bahasa 

Indonesia is provided in Appendix 5.1, and the scales used in English are in Appendices 5.2 

to 5.11. The questionnaire was originally written in English and then translated into the 

Indonesian language. It should be noted that due to time constraints a full back-translation 
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procedure was not feasible. Prior to using it with the larger group of respondents, the 

questionnaire was piloted with ten candidate respondents. We sat with this group of 

respondents in a focus group session and discussed the general structure, wording, as well as 

the length of the questionnaires. The feedback received was mainly concerned with the 

length; however, all test respondents expressed that the questionnaire was clear and doable. 

Using this feedback, minor changes were made regarding the sentence structure to make it 

more adaptable to the local context. All measures used in the instrument are described in 

section 5.2.5. 

5.2.3 Data collection procedures 

The questionnaires were distributed to the targeted universities, which were obtained 

from university databases and then selected on the basis of the availability of the data 

distributor. The distributors were recruited through networking and collegial bases. The 

majority of the distributors were familiar with, some had little knowledge, and few had no 

knowledge at all about me. The last group of distributors was recruited after having been 

introduced to me by colleagues. As a result of the intensive phone and internet-based 

communication during the process of data collection, the distributors and the researcher 

developed a sense of collegiality.  

The questionnaire was a paper-based survey and this strategy was chosen because many 

of the respondents did not have a reliable internet connection. It was also assumed that a 

paper-based survey would be the easiest for respondents to fill in and a maximum return 

could be expected. The preparation for distributing the questionnaire required one month 

(June 2010). A printing company was contracted to print the questionnaire. Prior to 

packaging, each questionnaire was put into an envelope with a pen for use by respondents. 



122 
 

 
 

The number of questionnaires distributed to each of the universities was not the same 

and was dependent on the size of the university, and its readiness as well as the capability of 

the distributors. The data distributors randomly distributed the questionnaires to existing 

lecturers within the university in which they work. Prior to distributing the questionnaires, 

they were provided with general guidelines, such as respondents (1) must be PCS lecturers; 

(2) should vary in academic ranks and leadership positions; and (3) there should be a gender 

balance. These guidelines were written and mailed, sent via email or short message service 

(SMS), or dictated directly via phone conversation. Each of the distributors was given about 

two months for data collection. Two-weekly contacts were made to monitor the progress in 

data collection.  

Some of the distributors were able to collect data and sent them back as fast as three 

weeks after they received the package, but for some it took as long as six months. One 

distributor was suddenly unable to distribute questionnaires, one returned only a few and kept 

the remaining questionnaires, and one failed to get any respondent to return the 

questionnaires at all. For the first two cases, the undistributed questionnaires were collected 

and redistributed to other universities. The data collection process took place over a six-

month period: June 2010 to December 2010. Answering questionnaires was voluntary and 

therefore it was assumed that respondents did so frankly and without pressure. Each of the 

answers to the questions in the questionnaires carried the same weight. 

5.2.4 Analysis and measurement equivalence 

Analysis. For this chapter we employed preliminary, exploratory, and explanatory 

analyses. For the preliminary analyses in section 5.2.5, descriptive statistics, i.e. measures of 

central tendency, percentages and correlations were utilized to describe and examine inter-

correlations among the variables under analysis. For the exploratory analyses in section 5.3, 
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several t-tests and chi-square were used to examine possible gender differences in the 

demographic data, and a General Linear Model (GLM) analysis was used to measure effects 

of gender and institutional background (MoEC vs. MoRA) on selected dependent variables. 

For the theory-based explanatory analyses in section 5.4, to examine the associations of 

career predictors with the dependent variables (career outcomes), regression analyses were 

employed. It was important to examine the standardized regression coefficients of the 

separate equations because they reveal the degree of change in the dependent variable with 

each unit change in the predictor variable; and unlike unstandardized (‘raw’) regression 

coefficients, they remain constant over changes in the variability of the predictor variables 

(Cohen & Cohen, 1975). This is a critical property when comparing variable relationships 

across gender where predictor variables often have different ranges. This process revealed the 

contributing variables to success indicators for men and women. The standardized beta 

weight (β) of significant independent variables was used to explain the relative contribution 

to the dependent variables. 

LISREL 8.80 (Jöreskog & Sörbom, 2006) for Windows was used for performing 

Confirmatory Factor Analyses (CFA), where Maximum Likelihood method to estimate 

parameters was applied. PASW Statistics 18 (SPSS, 2009) for Windows was employed for 

performing other analyses, i.e. descriptive statistics, correlations, t-test, chi-square, GLM, 

Exploratory factors analyses (EFA), and regressions.  

Measurement equivalence. Cultural measurement equivalence is defined as ‘the 

possibility that interpretations of psychological measurements, assessments, and observations 

are similar if not equal across different ethno-cultural populations’ (Trimble, 2007, p. 316). 

There are three basic levels of equivalence, i.e. construct, metrics and scalar equivalence. 
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These three levels of equivalence are related to three major kinds of bias: construct bias, 

method bias, and item bias (Vijver & Leung, 1997).  

Most of the scales used in this study were translated versions of the ones originally 

developed and tested in cultural settings other than Indonesian. Testing for equivalence 

measurement is important when using translated scales (Vijver & Leung, 1997) because 

individuals with another cultural background than the one in which the scales were originally 

developed may respond to and interpret the same questions differently.  

Kankaraš and Moors (2010, p. 125) suggest that it is possible to apply ‘partial 

equivalence as a compromise between full measurement equivalence and complete lack of 

measurement equivalence’. Testing for factor equivalence or structural equivalence (Vijver & 

Leung, 1997) was adopted to assess the similarity of data configurations or structure with the 

construct to be measured. For establishing equivalence measurement, we employed two 

commonly used techniques: Exploratory Factor Analyses (EFA) with Principle Components 

Analysis (PCA) and Confirmatory Factor Analyses (CFA) (Nye, Roberts, Saucier, & Zhou, 

2008; Vijver & Leung, 1997). 

For performing PCA well-established criteria were adopted (see e.g., Field, 2005). 

Firstly, the majority of correlations between variables should be greater than 0.30. Secondly, 

the Kaiser-Meyer-Olkin measure of sampling adequacy (KMO-MSA) should at least be 0.60 

and Bartlett’s test of sphericity should be significant. Thirdly, the diagonals of the anti-image 

correlation matrix should be over 0.5. Next, the communality of each variable should be 0.50 

or higher after extraction. Finally, no variable has high cross loading (0.50 or greater) in the 

rotated component matrix. In addition, an orthogonal varimax rotation was used when it is 

assumed that variables are not highly correlated with each other. An oblique direct oblimin 

rotation was applied when a group of variables is theoretically correlated with each other.  
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Confirmatory factor analysis (CFA) is a statistical technique used to ‘identify latent 

factors that account for the variation and co-variation among a set of indicators’ (Brown, 

2006, p. 40). CFA allows the researcher to test the hypothesis regarding the existing 

relationship between observed variables and their underlying latent variables (Thompson, 

2004). In other words, CFA is a theory testing model and used for evaluating construct 

validity; that is, the fit between theoretical (assumed) structure and data structure in terms of 

high and low order factors. 

The fit statistics were employed to test the extent to which the model fits the data. 

Mulaik (1987) stated, ‘a goodness-of-fit test evaluates the model in terms of the fixed 

parameters used to specify the model, and acceptance or rejection of the model in terms of 

the over identifying conditions in the model’ (p. 275). They were the Square Error of 

Approximation (RMSEA), the Goodness of Fit Index (GFI), the Adjusted Goodness of Fit 

Index (AGFI), the Parsimony Goodness Fit Index (PGFI), the Normed Fit Index (Friedman, 

Kane, & Cornfield), the Non-Normed Fit Index (NNFI), the Comparative Fit Index (CFI), the 

Incremental Fit Index (IFI), and the Relative Fit Index (RFI). RMSEA value of 0.05 signifies 

the close fit, 0.08 mediocre fit, and 0.10 poor fit (see e.g., Kelley & Lai, 2011; MacCallum, 

Browne, & Sugawara, 1996), and the Root Mean Values of 0.90 and over for GFI, NFI, and 

CFI indicate the acceptable fit (Byrne, 1998).  

Reliability tests were performed on the retained items of each scale resulting from the 

EFA and/or PCA analyses. Cronbach’s alpha or α was used to test internal reliability and its 

correlating performance on each item with an overall score. Commonly, a figure of 0.70 or 

higher is treated as a rule of thumb to denote an accepted level of reliability for social 

research (Hitt, Boyd, & Li, 2004; Nunnally, 1978; Singh, 2007).  
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5.2.5 Measures and preliminary analyses 

Prior to using variables in both exploratory and explanatory analyses, in this section we 

describe measures of variables. Based on the conceptual framework of career success and 

gender in academia (see Figure 5.1), we group research variables into individual factors, 

human capital, social capital, and organizational factors, and career outcomes. 

5.2.5.1 Individual factors 

Included in the individual factors were variables covering socio-demographic 

information (gender, age, marital status, parental status, spouse’s education and occupation, 

family support, and home responsibility), and personality variables (ambition and 

proactivity). Respondents were asked to give their actual age (in years) and to indicate their 

gender (1 = Male, 2 = Female); marital status (1 = Married, 2 = Single); and parental status (1 

= Do not have child(ren), 2 = Have child(ren)). 

They were also asked to select their spouse’s education (1 = Until high school, 2 = 

Diploma, 3 = Undergraduate, 4 = Postgraduate, and 5 = Doctorate), and their spouse’s 

occupation (1 = Lecturer/Teacher, 2 = PNS/Company staff, 3 = Entrepreneur, 4 = Others, and 

5 = Does not work).  

Family support consisted of eight items related to spousal and parental support. Spousal 

support was measured using four items developed by Aryee, Luk, Leung, and Lo (1999). 

Response options were 5-points ranging from (1) ‘Strongly disagree’ to (Korabik & Ayman) 

‘Strongly agree’. The spousal support scale was adapted to measure parental support, and has 

been developed specifically for this study. An example item is ‘My parent understands that I 

have to accomplish both work and family duties’. Response options for both scales were 5-

points ranging from (1) ‘Strongly disagree’ to (Korabik & Ayman) ‘Strongly agree’, with 

high scores indicating high level of support received (see Appendix 5.2). 
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Prior to using the scale, the combined items of spousal support and parental support (8 

items), due to their close similarity, were subjected to a confirmatory factor analysis (CFA). 

The result showed that one-factor model for family support scale did not fit well with data, as 

indicated by major indices (χ2 = 491.45; df  = 20; RMSEA = 0.23; GFI = 0.79; NFI = 0.82; 

CFI = 0.83; and IFI = 0.83). Due to this lack of goodness fit, a principle component analysis 

(PCA) was performed. Initial analysis met all the criteria, with the KMO-MSA = 0.90 and 

Bartlett’s test of sphericity was significant (χ2 (397) = 1488.31, p < 0.01). 

A factor extraction based on eigenvalues greater than one resulted in two components 

being extracted, which accounted for 48.79% (λ = 3.90) and 18.12% (λ = 1.45) of the total 

variance, respectively. The rotated component matrix showed that items 1, 4, 5, and 8 highly 

loaded into component one and items 2, 3, 6, and 7 did so into component two; indicating that 

this scale has two dimensions. Component one (4 items) may be labeled as ‘emotional 

support’ (e.g., My spouse supports me in realizing my career ambitions) and component two 

(also 4 items) as ‘practical support’ (e.g., If my job gets demanding, my parents usually take 

on extra household and/or childcare responsibilities). 

A subsequent CFA was performed to test the goodness fit of the two-factor model of 

the scale. The result indicated a substantial fit with the observable data (χ2 = 193.40; df = 19; 

RMSEA = 0.14; GFI = 0.91; NFI = 0.92; CFI = 0.93; and IFI = 0.93). Therefore, in this study 

two dimensions characterized family support. The reliability of emotional support dimension 

was α = 0.88; whereas that of practical support dimension was α = 0.75.  

For division of home responsibility respondents were asked to indicate the amount of 

their time spent on caring tasks (1 item) and household tasks (1 item). The response options 

were on a 5-point scale from 1 = Much more than my spouse to 5 = Much less than my 
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spouse. Average score of caring tasks was M = 2.92, SD = 0.91, and that of household tasks 

was M = 2.92, SD = 0.91, α = 0.78. 

Ambition was measured using nine items developed by Dikkers, Engen, & Vinkenburg 

(2010a) on a 5-point scale (1 = Strongly disagree; 5 = Strongly agree), with high scores 

indicating a high level of ambition. Examples of items are: ‘I want to achieve the highest 

possible level in my work’, and ‘I have set high goals for my career’. A CFA on this scale 

was performed to examine the goodness fit of one-factor model. The result showed that the 

GFI scored below the minimum criteria (0.89), although other indices appeared to suggest a 

reasonable fit (e.g., χ2= 253.42, df = 27, RMSEA = 0.13, NFI = 0.94, CFI = 0.95, IFI = 0.95, 

RFI = 0.92). 

A follow-up PCA was performed using a one-factor solution. The initial PCA resulted 

in the communality of items 4 and 9 being below the criteria (0.14 and 0.10), and having no 

factor loadings in the component matrix. Cultural background and religious belief may 

prevent respondents from giving a high score on these two questions. For example, posing a 

question such as ‘are you ambitious?’ to Indonesian people would likely result in a No 

answer because they tend to attach a negative meaning to the word ambitious. 

The second PCA, also performed with a one-factor solution, satisfied all criteria, with 

the KMO-MSA 0.91 and Bartlett’s test significant (χ2 (457) = 2036.91, p < 0.01). Initial 

eigenvalues showed that the first factor accounted for 66.50% of the total variance (λ= 4.66). 

Next, based on a varimax rotation with Kaiser Normalization, the seven items purported to 

tap component one. Finally, the seven-item ambition scale was subjected to a CFA to 

examine its goodness fit with the data. The result showed that the indices reasonably fit with 

the data (χ2 (455) = 142.95, df = 14, RMSEA = 0.14, GFI = 0.92, NFI = 0.96, CFI = 0.97, IFI 
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= 0.97, and RFI = 0.95). This indicates that, for the present study, career ambition can validly 

be measured with seven items (α = 0.92). The final scale used is provided in Appendix 5.3. 

Proactive personality was assessed with the commonly used shortened version of 

Seibert, Crant and Krainer’s (1999) 10-item Proactive Personality Scale (PPS), which was 

originally developed by Bateman and Crant (1993) containing 17 items. A 5-point scale (1 = 

Strongly disagree; 5 = Strongly agree) was used, with high scores indicating that a person has 

a high level of proactive personality. To examine the goodness of fit of the 10-item PPS with 

the data, a CFA was performed with one factor solution; and the result showed that one of the 

indices did not meet the suggested minimum requirement (GFI = 0.83) although the other 

indicators did (NFI = 0.94, CFI = 0.94, IFI = 0.94). A follow-up PCA was performed on this 

scale using a varimax rotation with a criterion of eigenvalues greater than 0.1. The initial and 

the second PCA resulted in items 6, 7, 9, and 10 being removed in the third analysis, due to 

low communality. The result of the final analysis met all criteria: the KMO-MSA was 0.91 

and Bartlett’s test was significant (χ2(460) = 1413.74, p < 0.01). The one-factor solution 

explained 65.04% of the total variance (λ = 4.31), and all variables had high loadings. It is 

likely that Indonesian people would be reluctant to disclose their views on a question such as 

‘If I believe in an idea, no obstacle will prevent me from making it happen’, due to uncertain 

future predictions; and to express the view openly may denote a sense of arrogance.  

Finally, a CFA was, once again, performed on the six retained variables; and the model 

achieved an excellent fit to the data indicated by a non-significant chi-square (χ2 

(469) = 14.72, p = 0.71), a CFI of 1.00, a RMSEA of 0.04, a GFI of 0.99, a NFI of 0.99, and 

an IFI of 1.00. For this study, it appeared that removing four items did not violate the 

original, but heightened the reliability of the scale (α = 0.89); thus, the PPS scale with six 

items is more appropriate in the current study (see Appendix 5.4 for the detail of the scale). 
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5.2.5.2 Human capital 

Human capital variables include education level, teaching credit, thesis supervision, 

research productivity, scholarly presentation, publications and committee appointment. 

Respondents were asked to indicate their highest educational level (1 = undergraduate, 2 = 

Graduate diploma, 3 = Master, and 4 = PhD); and to give the number of teaching credits in 

the previous year. Thesis supervision was gathered using a form requesting the respondents to 

put the number of theses they supervised based on the thesis category: 1 = None, 2 = 

Bachelor, 3 = Master, 4 = Doctorate. To measure research productivity respondents were 

asked to indicate the number of research projects completed within the last two years ranging 

from 1 = None to 5 = more than 3, with a higher number indicating being highly productive 

in research activity. Respondents were asked to give the number of scholarly presentations in 

the last year based on the presentation category: 0 = None, 1 = local, 2 = national, and 3 = 

international.  

Publications are comprised of two variables: book and journal publications. For book 

publications, respondents were asked to give the number of books they have published during 

their academic career. Filling in zero or leaving it blank in this item was considered as not 

having a book publication. For journals, they were asked to indicate the types of journal and 

the number of articles they published over the last five years. The coded items were 1 = No 

publication; 2 = Popular magazine or newspapers; 3 = Indonesian non-accredited journal; 4 = 

Indonesian accredited journal; and 5 = International journal.  

Finally, respondents were asked to provide the number of committee appointments 

based on the positions in the committee in the last year: 0 = None, 1 = Member, 2 = 

Coordinator, 3 = Treasurer, 4 = Secretary, 5 = Head, and 6 = Supervisor. 
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5.2.5.3 Social capital 

Social capital covers extra-organizational involvement, intra-organizational 

networking, and inter-organizational networking. For extra-organizational involvement, 

respondents were asked to indicate their degree of involvement in one or more organizations 

of which they are members, i.e. informal organizations connected to campus; professional 

union; community organization; political party; and religious organization. A 5-point 

response format was used (1 = Very inactive; 5 = Very active). The types of organizations 

included were specifically chosen and used for this study (the final scale used is provided in 

Appendix 5.5). 

A PCA on the 5-item scale using a criterion of eigenvalues greater than 0.1 for the 

number of components resulted in removing item 4 in the subsequent analysis due to a very 

low communality. The presence of legal restrictions may explain the low involvement of PCS 

lecturers in political parties; thus, this item gained a low score. The final PCA analysis met all 

the criteria, with KMO-MSA = 0.72 and Bartlett’s test of sphericity significant (χ2 = 540.06, 

df = 6, p < 0.01). Using a varimax rotation, one clear factor was extracted, which accounted 

for 68.28% of the total variance (λ = 2.73), and all variables had high factor loadings from 

0.75 to 0.87. A follow-up CFA on the 4-item scale achieved a reasonable fit to the data 

(RMSEA = 0.28, GFI = 0.92, NFI = 0.91, CFI = 0.91, IFI = 0.91, and RFI = 0.74). The 

reliability of extra-organizational involvement scale in the present study was α = 0.84. 

Intra-organizational networking was assessed with 12 items. Six items were developed 

by Bozionelos (2003) and measure intra-organizational resources containing two dimensions: 

expressive network resource with three items, e.g., ‘There are individuals in the organization 

with whom I share emotional support, feedback and work confirmation’. The other dimension 

is labeled instrumental network resource also with three items, e.g., ‘I keep in touch with a 
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number of people in the organization who are at higher hierarchical levels than I am’. We 

attempted to expand this scale with additional six items to cater to networking behavior 

outside the organization (inter-organizational networking). The additional six items were 

developed based on extant literature (e.g., Bartol & Zhang, 2007; Forret & Dougherty, 2004; 

Seibert et al., 2001b; Wolff & Moser, 2009). An example item of inter-organizational 

networking is ‘There are individuals I personally know outside my current organization who 

can influence decisions in the organization where I currently work’. The scale was measured 

using a 5-point response format ranging from 1 = Strongly disagree to 5 = Strongly agree, 

with high scores meaning wider networks.  

The 12 items were subjected to a principal components analysis using Kaiser’s 

eigenvalues greater than 0.1 as a criterion for factor extraction, which was supplemented with 

small coefficients suppression below 0.5. Oblique rotation employed the direct oblimin 

criterion with delta set to zero. With such a procedure, the results satisfied the criteria: 

Kaiser-Meyer-Olkin measure of sampling adequacy (KMO-MSA) was 0.96 and Bartlett’s 

test of sphericity was significant (χ2(426) = 3136.95, p < 0.01). Two clear factors were 

extracted. The first factor accounted for 46.91% of the total variance (λ= 5.63) containing 

items 1 to 6 that purported to tap intra-organizational networking (factor loadings from 0.75 

to 0.90). The second factor accounted for 16.98% of the total variance (λ = 2.04) consisting 

of items 9 to 12 that were supposed to tap inter-organizational networking (factor loadings 

from 0.57 to 0.90). Items 7 and 8 did not have factor loadings.  

A CFA on 2-factor model of networking scale (10 items) achieved a reasonable fit to 

the data (RMSEA = 0.12, GFI 0.90, NFI = 0.94, CFI = 0.95, IFI = 0.95, and RFI = 0.92). The 

scale reliability of intra-organizational networking was α = 0.91, while that of inter-

organizational networking was α = 0.81. The present study makes use of two dimensions of 
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networking scale: intra-organizational networking (6 items) and inter-organizational 

networking (4 items). The final scale used is given in Appendix 5.6. 

5.2.5.4 Organizational factors 

Variables included in the organizational factors were university background, work-

home culture (WHC), organizational politics, and ‘process accelerators’. Respondents were 

asked to indicate their university background (1 = MoEC, 2 = MoRA).  

Work-home culture was measured with 18 items developed by Dikkers et al.(2007). 

This scale originally consists of five dimensions: (a) organization’s support (4 items); (b) 

colleagues’ support (4 items); (c) supervisor’s support (3 items); (d) organizational time 

demands (3 items); and (e) career consequences (4 items). Dikkers et al. (2007) performed a 

CFA on WHC scale using the 18 items and found that it was best characterized by two 

dimensions: support and hindrance. A 5-point scale (1 = Strongly disagree; 5 = Strongly 

agree) was used, with higher scores indicating higher levels of support, negative career 

consequences, and time demands. 

Before making use of this scale, we attempted to examine the model fit of the scale 

with the data of the present study. A CFA with previously outlined criteria was performed to 

examine the fit of the two-factor model and of the five-factor model with 18 items. It 

appeared that both models did not fit well with the current sample (2-factor: RMSEA = 0.17; 

GFI = 0.69, NFI = 0.73, CFI = 0.75, IFI = 0.75, RFI = 0.70; 5-factor: RMSEA = 0.12; GFI = 

0.82, NFI = 0.82, CFI = 0.84, IFI = 0.84, RFI = 0.78). 

As the two-factor model and the five-factor model did not fit the data well, we 

performed an EFA on the 18-items scale by running a PCA with the number of eigenvalues 

greater than 0.1 as a criterion for the number of components. Initial analysis resulted in the 
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items 12, 13, and 18 having communalities below 0.50; whereas the second analysis resulted 

in the items 9 and 10 having high cross loadings. The final analysis, removing these five 

items, satisfied all criteria, with KMO-MSA = 0.76 and Bartlett’s test of sphericity significant 

(χ2(448) = 1887.66, p < 0.01).   

Using a varimax rotation with a Kaiser Normalization, initial eigenvalues showed that 

the first four components explained 28.79% (λ= 3.74), 15.44% (λ = 2.00), 12.83% (λ = 1.67), 

and 9.46% (λ = 1.23), respectively. The rotated component matrix demonstrated that all 

variables had high loadings in each of the components, average from 0.75 to 0.81, which 

differed from the original components. However, using original labels, items 1, 2, and 3 

tapped ‘organizational support’; items 4, 5, and 6 loaded into ‘colleague support’; items 7, 8, 

and 11 purported to tap ‘supervisor support’; and items 14, 15, 16, and 17 loaded into ‘time 

demand and career consequence’, which became one dimension. 

A CFA was performed once again to test the fit of the four-factor model and the two-

factor model with reduced items produced by previous PCA analysis (13 items). It appeared 

that the goodness fit statistics of the four-factor model were better (RMSEA = 0.09; GFI = 

0.91, NFI = 0.90, CFI = 0.91, IFI = 0.91, RFI = 0.86) than the fit statistics for the two-factor 

model (RMSEA = 0.19; GFI = 0.72, NFI = 0.66, CFI = 0.67, IFI = 0.67, RFI = 0.58). 

Therefore, for our sample, four subscales better characterized the WHC scale (see Appendix 

5.7 for the final scale). For further use of the WHC scale, we adopted the labels of Dikkers et 

al. (2007) for WHC scales: WHC-support and WHC-hindrance. WHC-support is calculated 

from the total scores of organizational support subscale (3 items), colleague support subscale 

(3 items), and supervisor support subscale (3 items), M = 27.69, SD = 5.11, α = 0.79; and 

WHC-hindrance (4 items), α = 0.75. 



135 
 

 
 

Organizational politics was measured with the 15-item Perceptions of Organizational 

Politics Scale (POPS) developed and validated by Kacmar and  Carlson (1997), on a 5-point 

response from 1 = Strongly disagree; to 5 = Strongly agree. The POPS contains three 

dimensions: general political behavior (2 items); go along to get ahead (7 items); and pay and 

promotion policies (6 items). Higher scores on these scales mean that the organization is 

perceived to be highly political. Before making use of this scale, we attempted to examine the 

fit of both 1-factor model and 3-factor model of POPS to the data. The results showed that 

neither model achieved a satisfactory fit with the data (1-factor: RMSEA = 0.14, GFI = 0.79, 

AGFI = 0.72, NFI = 0.79, NNFI = 0.77, PNFI = 0.67, CFI = 0.81, IFI = 0.81, RFI = 0.75; 3-

factor: RMSEA = 0.10, GFI = 0.87, AGFI = 0.82, NFI = 0.87, NNFI = 0.86, PNFI = 0.72, 

CFI = 0.89, IFI = 0.89, RFI = 0.84). 

Due to this lack of the model fit, the 15-item scale was subjected to a PCA, using a 

criterion of eigenvalues greater than 0.1 for the number of components. The first PCA 

resulted in items 1, 2, 5, 10 and 11 being removed from further analysis because of having 

communality lower than required or having no factor loadings. The final PCA resulted in 

meeting the criteria, with KMO-MSA = 0.83 and Bartlett’s test of sphericity significant (χ2 = 

1909.24, df = 91, p < 0.01). Initial eigenvalues clearly showed that the first factor explains 

32.50% (λ = 4.55), the second factor 12.16% (λ = 1.70), and the third factor 10.42% (λ = 

1.46). 

The rotation method used was the direct oblimin with Kaiser Normalization. With this 

procedure, the pattern matrix of factor loadings showed that variables purported to tap three 

dimensions, which differed from what was originally labeled. Items 3 and 4 tapped one 

dimension which, in the present study, may be labeled as ‘open to new ideas’. Next, items 6, 



136 
 

 
 

7, 8 and 9 tapped ‘go along to get ahead’. Finally, items 12, 13, 14, and 15 tapped ‘pay and 

promotion policy’ (see Appendix 5.8 for the scale). 

To examine the fit of the 10-item scale, a CFA was performed on both the 1-factor 

model and the 3-factor model. The results showed that the 3-factor model fit better with the 

data as indicated by major measures (RMSEA = 0.07, GFI 0.96, NFI = 0.95, CFI = 0.96, IFI 

= 0.96, and RFI = 0.92) than the 1-factor model (RMSEA = 0.11; GFI = 0.82; NFI = 0.74; 

CFI = 0.75; IFI = 0.76, and RFI = 0.67). Thus, for this study, the modified 3-factor model 

validly measures the construct of POPs. The reliability of the ‘open to new ideas’ dimension 

was α = 0.71, the ‘go along to get ahead’ dimension α = 0.73, and the ‘pay and promotion 

policy’ α = 0.80. Despite this finding, in order to reduce complexity, we utilized 

organizational politics as one dimension as originally designed; that is, ‘to assess the degree 

of which respondents view their work environments as political’(Kacmar & Carlson, 1997, p. 

628). The reliability of the final organizational politics scale was α = 0.80. 

Process accelerators –factors likely to influence the arrival of the advancement decree 

of staff more quickly–were measured with seven items specifically developed for this study 

through the qualitative study described in Chapter 4 and based on the common experience of 

Public Civil Servants (PCS) who want to receive their advancement decree faster (see e.g., 

Hitipeuw, 2011; Tuhusetya, 2011). Examples of statements include ‘People usually receive 

the advancement decree more quickly if they have access to the decision makers of rank 

advancement’, and ‘[…] if they are willing to spend some money to smooth the process’. 

Response alternatives ranged from ‘totally disagree’ (= 1) to ‘totally agree’ (= 5), with higher 

scores signifying the importance of approaches. The complete scale is provided in Appendix 

5.9. 

Before making use of this scale, the 7-item scale was subjected to a PCA using one 
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factor solution. Initial analysis resulted in item 1, 2, and 5 being removed from further 

analysis because of low communality. The final analysis, using a criterion of eigenvalues 

greater than 0.1, satisfied the criteria with KMO-MSA = 0.80 and Bartlett’s test of sphericity 

significant (χ2 = 1255.52, df = 6, p < 0.01). Initial eigenvalues indicated that the first factor 

accounted for 78.57% of the total variance (λ = 3.40). In addition, all variables had high 

factor loadings (item 3 = 0.89, item 4 = 0.91, item 6 = 0.85, item 7 = 0.89).  A subsequent 

CFA on the 4-item scale achieved a substantial fit to the data (RMSEA = 0.28; GFI = 0.92; 

NFI = 0.95; CFI = 0.95; IFI = 0.95, and RFI = 0.85). Therefore, 1-factor model with four 

items validly measure the construct of this scale. The reliability of the 4-item scale was α = 

0.91. 

5.2.5.5 Career outcomes 

Objective career outcomes. Objective career outcomes in this study covered academic 

rank, leadership position, and income. For academic rank, respondents were asked to give 

their current academic ranks. Their answers were then coded hierarchically according to the 

rank orders of PCS lecturers set out by the Indonesian government (Coordinating Minister, 

1999), being 1 = Expert Assistant; 2 = Lecturer; 3 = Head Lecturer; 4 = Professor. To collect 

information about leadership position, respondents were asked to give the name of the 

position they currently hold. Blank or no response was considered as not having a leadership 

position, and coded zero.  The leadership positions that they provided were then grouped into 

three leadership levels, and coded 1 = Low position (department and unit levels); 2 = Middle 

position (postgraduate and faculty levels); and 3 = High position (university level).  

Finally, respondents were asked to indicate the amount of monthly net income (salary, 

incentive, and other) earned from their campus. They were asked to choose one of the eight 

salary categories specifically used for this study (1 = IDR 1-3 million; 2 = IDR 4-6 million, 3 
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= IDR 7-9 million, 4 = IDR 10-12 million, 5 = IDR 13-15 million, 6 = IDR 16-18 million, 7 = 

IDR 19-21 million, and 8 = More than IDR 21 million). One million IDR = approximately 

€85. 

Subjective career outcomes. Subjective career outcomes include work engagement and 

career satisfaction. Work engagement was measured with nine items developed by the 

Utrecht Work Engagement Scale (UWES-9), on a 7-point response from 0 =  Never; 6 = 

Always (Schaufeli et al., 2006). This scale originally contained three dimensions: vigor (3 

items, e.g., At my work, I feel bursting with energy); dedication (3 items, e.g., I am 

enthusiastic about my job); and absorption (3 items, e.g., I feel happy when I am working 

intensely).  

Before making use of this scale, we attempted to perform a confirmatory factor analysis 

to test the fits of the 1-factor model and the 3-factor model to the data. It appeared that 

neither models fit to the data very well as their GFIs did not meet minimum acceptability (1-

factor: RMSEA = 0.20; GFI = 0.80, AGFI = 0.66, NFI = 0.91, NNFI = 0.89, CFI = 0.91; 3-

factor: RMSEA = 0.19; GFI = 0.83, AGFI = 0.67, NFI = 0.92, NNFI = 0.89, CFI = 0.93). For 

this reason, a principal components analysis was performed by forcing variables to load into 

three factors, and the direct oblimin rotation was applied. Initial analysis indicated that all 

items correlated above 0.30; the Kaiser-Meyer-Olkin measure of sampling adequacy (KMO-

MSA) was 0.89 and Bartlett’s test of sphericity was significant (χ2 (397) = 3071.21, p < 

0.01). The first three factors explained a 62.96% (λ = 5.67), a 13.51% (λ = 1.22), and a 6.50% 

(λ = 0.58) of the total variance, respectively. The structure of factor loadings was different 

from the original. Items 1, 2, and 4 tapped vigor dimension; items 3, 5, 6, and 7 purported to 

tap dedication dimension; and items 8 and 9 loaded into absorption dimension. 
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A subsequent CFA on this 3-factor model indicated that the model fit well to the data 

with all fit indices meeting their corresponding minimums or maximums for acceptability 

(RMSEA = 0.12; GFI = 0.92, AGFI = 0.85, NFI = 0.97, NNFI = 0.96, CFI = 0.97). 

Cronbach’s alpha of the three-item vigor scale was α = 0.92; the four-item dedication scale 

was α = 0.91; and the two-item absorption scale was α = 0.80. For subsequent analysis, we 

followed Sonnentag’s (2003) and Christian, Garza, and Slaughter’s (2011) recommendation 

to use work engagement as a single construct in which higher score signifies higher 

engagement in work. In the present study the combined Cronbach’s alpha for the total nine-

item scale was 0.90 (see Appendix 5.10 for the scale).  

Career satisfaction was measured with five items developed by Greenhaus, 

Parasuraman and Wormley (1990) on a 5-point scale ranging from 1 = Strongly disagree to  5 

= Strongly agree, with a high score indicating high satisfaction with one’s career. Two 

examples of items are ‘I am satisfied with the success I have achieved in my career’ and ‘I 

am satisfied with the progress I have made toward meeting my goals for advancement’. A 

CFA performed on a 1-factor model indicated that the model fit well to the data with all fit 

indices meeting their corresponding minimums or maximums for acceptability (RMSEA = 

0.13; GFI = 0.96, AGFI = 0.89, NFI = 0.98, NNFI = 0.96, CFI = 0.98, IFI = 0.98, and RFI = 

0.96) (see Appendix 5.11 for the scale). Cronbach’s alpha in the present study was α = 0.90.  

5.3 Exploratory analysis 

In this section, we will discuss findings of the exploratory analysis on possible gender 

and institutional differences in the data from the questionnaire study. First, we will look at the 

demographics of the sample.  
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5.3.1 Demographic information 

Table 5.1 shows relevant demographic information about the respondents in 

percentages by gender. The number of male respondents in this study was n = 261 and that of 

women was n = 208. On average, male respondents were older (M = 42.2, SD = 8.80) than 

female respondents (M = 40.0, SD = 8.17), t(466) = 2.80, p < 0.01, by up to two years. 

Furthermore, most of the respondents were married (92.5%) and were parents / had children 

(84.0%).  

More male than female respondents had a spouse whose highest education was high 

school level. In addition, more male respondents had a spouse with a Bachelor’s degree, 

whereas more female respondents had a spouse with a doctorate. Overall, female respondents 

spouses had a higher educational level (M = 3.39, SD = 0.95) than male respondents (M = 

2.83, SD = 0.93), χ2 (2, N = 425) = 35.73, p < 0.01. Furthermore, there was a tendency that 

respondents had a spouse with a similar occupation, i.e. lecturer/teacher or public service 

worker. However, compared to female respondents, more male respondents had a spouse who 

did not report having a formal occupation.  

The majority of respondents had a Master’s degree (68.8%), and the second largest 

group had a Doctoral degree (22.5%). While more women had a Master’s degree, more men 

had a PhD degree. A few respondents held undergraduate degrees (6.7%). The majority of 

those having undergraduate education were in the 45 to 64 age group. Finally, both female 

and male respondents came from universities under the MoEC and the MoRA in equal 

percentages. 
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Table 5.1 

Characteristic of Respondents 

 
Men Women 

Statistics 

X2/ t p 

Gender   55.7% 44.3% χ
2=469.0 * 

Age 
 M = 42.19 M = 39.97 

t = 2.80 **  

 
SD = 8.80 SD = 8.17 

Marital status 
Married 95.0% 90.7% 

χ
2= 2.61 ns 

Single 5.0% 9.3% 

Parental status 
Children 85.8% 81.7% 

χ
2= 1.44 ns 

No children 14.2% 18.3% 

Spouse’s education 

School level 14.5% 6.0% 

χ
2= 35.73 **  Undergraduate level 66.4% 48.9% 

Postgraduate level 19.1% 45.1% 

Spouse’s occupation 

Lecturer/Teacher 38.1% 35.1% 

χ
2= 67.55 **  

PCS/Company staff 20.9% 29.8% 

Entrepreneur 10.2% 23.9% 

Others 2.5% 9.0% 

Does not work 28.3% 2.1% 

Education level 

Undergraduate 7.9% 5.1% 

χ
2=11.21 **  

Postgraduate Diploma 2.0% 2.1% 

Masters 62.6% 76.9% 

Doctorate 27.6% 15.9% 

University background 
  

MoEC 50.8% 53.3% 
χ

2= 0.57 ns 
MoRA 49.2% 46.7% 

Notes. *p < 0.05, **p < 0.01, ns = not significant 
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5.3.2 Gender and institutional differences tested using General Linear Models3 

Based on the research question of this thesis on gender differences in career predictors 

and outcomes and on the nature of our sample from two different types of university or 

institutional backgrounds, we examined possible gender and institution effects as well as their 

interaction effects on our selection of variables. For this purpose, several GLM (General 

Linear Model) tests with full factorial models were performed on these variables with gender 

(men versus women) and university background (MoEC versus MoRA) as factors and with 

age as a control variable. In the analysis process, the selected variables were entered as lists 

of dependents (i.e. individual, human capital, social capital, organizational, and outcomes 

variables).  

The results of GLM analyses are presented in Table 5.2. Notably, there were few 

gender differences across research variables. Among the individual factors, only age and 

division of home responsibility were significantly different for men and women, suggesting 

that the male respondents were older than the female respondents, and that women have more 

home responsibilities. Among the organizational factors, only the WHC-hindrance was 

significantly different for men and women, indicating that men experience more WHC-

hindrance than women. Among the human capital factors, research productivity and scholarly 

presentation were (marginally) significantly different, and publications were significantly 

different for men and women, which would indicate that men report being more productive in 

research activity and have a higher number of scholarly presentations and publications than 

women. Among the social capital factors, only gender difference in inter-organizational 

networking was (marginally) significant, indicating that women report doing more inter-

                                                 
3An earlier version of this subsection was presented at the12th Annual International Conference on Islamic 
Studies (AICIS), Empire Palace Hotel, Surabaya, Indonesia, 5-8 November 2012; and published as Kholis, N 
(2012), ‘Gendered career productivity and success in academia: A challenge to Islamic Higher Education 
Institutions’, in N.Kholis & I. Maesaroh (Bruijn & Cyba), Conference proceedings: Annual international 
conference on Islamic studies (AICIS XII)(pp. 2206-2226), Surabaya: IAIN Sunan Ampel. 
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organizational networking. However, there were considerable gender differences in career 

outcomes, i.e. academic rank, leadership positions, and monthly income, suggesting that men 

have higher academic rank and leadership positions, and earn more monthly income than 

women.  

We found few institutional differences across research variables. Among individual 

factors, gender difference in age was (marginally) significant and that family support, 

especially family practical support, was significant, indicating that the MoEC respondents are 

older than the MoRA respondents, and that the MoRA respondents receive more practical 

support from their family than those in MoEC. Among the human capital factors, research 

productivity, scholarly presentation, committee appointment, and publications were 

significantly different for the MoEC and the MoRA respondents. This suggests that the 

MoEC respondents are more productive in research activities than the MoRA respondents, 

and the MoRA respondents have a higher number of scholarly presentations, committee 

appointments and publications than the MoEC respondents. Among social capital factors, 

only extra-organizational involvement was significantly different for the MoEC and the 

MoRA, indicating that the MoRA respondents are more involved in external organizations 

than the MoEC respondents.  

Among organizational factors, process accelerators were significantly different for the 

MoEC and the MoRA, which would suggest that the MoRA respondents experience process 

accelerating factors more often than the MoEC respondents. Finally, among career outcomes, 

institutional differences in leadership positions, work engagement and career satisfaction 

were (marginally) significant, suggesting that the MoRA respondents hold higher leadership 

positions and are more engaged in work than the MoEC respondents, and that the MoEC 

respondents are more satisfied with their work than the MoRA respondents. 
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Table 5.2 

Means of Research Variables by Gender and Institutional Background 

Dependents 

Total 
Gender 

F p 

Institution 

F p 
Men  Women MoEC MoRA 

M 
(SD) 

M 
(SD) 

M 
(SD) 

M 
(SD) 

M 
(SD) 

Individual factors          

Age 
41.61 
(8.43) 

42.52 
(8.70) 

40.38 
(7.92) 

6.52 .01 
42.29 
(8.84) 

40.91 
(7.94) 

3.15 .08 

Home responsibility 
2.92 

(0.82) 
2.54 

(0.64) 
3.43 

(0.77) 
156.96 .00 

2.94 
(0.80) 

2.91 
(0.84) 

0.03 .87 

Family emotional support 
4.14 

(0.92) 
4.12 

(1.00) 
4.16 

(0.82) 
0.18 .67 

4.11 
(0.93) 

4.17 
(0.92) 

0.22 .64 

Family practical support 
3.67 

(0.87) 
3.71 

(0.87) 
3.62 

(0.87) 
0.84 .36 

3.54 
(0.90) 

3.79 
(0.82) 

7.39 .01 

Ambition 
3.55 

(0.58) 
3.59 

(0.63) 
3.50 

(0.51) 
2.29 .13 

3.55 
(0.59) 

3.55 
(0.58) 

0.03 .87 

Proactive behavior 
3.70 

(0.64) 
3.71 

(0.71) 
3.69 

(0.55) 
0.10 .75 

3.69 
(0.66) 

3.71 
(0.63) 

0.02 .88 

Human capital          

Teaching credit 
15.49 
(8.51) 

15.36 
(8.40) 

15.68 
(8.68) 

0.03 .86 
14.94 
(9.00) 

16.07 
(7.95) 

1.12 .29 

Research productivity 
2.73 

(1.20) 
2.83 

(1.17) 
2.59 

(1.22) 
3.01 .08 

2.87 
(1.30) 

2.58 
(1.06) 

5.15 .02 

Scholarly presentation 
0.58 

(0.49) 
0.63 

(0.48) 
0.51 

(0.50) 
3.38 .07 

0.52 
(0.50) 

0.65 
(0.48) 

7.10 .01 

Thesis supervision 
1.92 

(1.90) 
1.94 

(1.89) 
1.88 

(1.91) 
0.05 .83 

1.90 
(2.06) 

1.94 
(1.72) 

0.03 .85 

Committee appointment 
0.80 

(1.56) 
0.90 

(1.73) 
0.66 

(1.28) 
1.48 .22 

0.50 
(1.34) 

1.12 
(1.71) 

13.61 .00 

Publications 
1.33 

(1.70) 
1.61 

(1.97) 
0.93 

(1.10) 
12.17 .00 

0.99 
(1.53) 

1.68 
(1.80) 

15.05 .00 

Social capital          

Extra-organizational 
involvement 

3.09 
(0.98) 

3.12 
(0.97) 

3.06 
(0.99) 

0.17 .68 
2.82 

(1.07) 
3.37 

(0.79) 
35.33 .00 

Intra-organizational 
networking  

3.71 
(0.73) 

3.66 
(0.69) 

3.78 
(0.77) 

2.63 .11 
3.68 

(0.72) 
3.74 

(0.73) 
0.92 .34 

Inter-organizational 
networking  

3.25 
(0.70) 

3.19 
(0.71) 

3.33 
(0.68) 

3.84 .05 
3.29 

(0.71) 
3.21 

(0.69) 
1.00 .32 

Organizational factors          

WHC-support 
3.09 

(0.58) 
3.05 

(0.58) 
3.13 

(0.57) 
1.79 .18 

3.13 
(0.61) 

3.43 
(0.53) 

2.53 .11 

WHC-hindrance 
3.35 

(0.72) 
3.44 

(0.71) 
3.24 

(0.71) 
8.85 .00 

3.35 
(0.75) 

3.36 
(0.68) 

0.03 .86 
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Table 5.2 

Means of Research Variables by Gender and Institutional Background 

Dependents 

Total 
Gender 

F p 

Institution 

F p 
Men  Women MoEC MoRA 

M 
(SD) 

M 
(SD) 

M 
(SD) 

M 
(SD) 

M 
(SD) 

Organizational politics 
2.98 

(0.51 
3.01 

(0.48) 
2.94 

(0.55) 
1.78 .18 

3.02 
(0.57) 

2.94 
(0.44) 

1.78 .18 

Process accelerator 
2.44 

(1.05) 
2.44 

(1.03) 
2.44 

(1.08) 
0.00 .95 

2.27 
(1.11) 

2.62 
(0.95) 

12.45 .00 

Career outcome          

Academic rank 
2.17 

(0.85) 
2.28 

(0.86) 
2.03 

(0.83) 
8.42 .00 

2.17 
(0.84) 

2.17 
(0.87) 

0.03 .85 

Leadership position 
0.59 

(0.73) 
0.69 

(0.79) 
0.47 

(0.62) 
9.15 .00 

0.41 
(0.59) 

0.79 
(0.81) 

26.02 .00 

Monthly income 
1.70 

(0.95) 
1.84 

(1.06) 
1.50 

(0.75) 
12.98 .00 

1.67 
(0.97) 

1.72 
(0.94) 

0.12 .73 

Career satisfaction 
3.55 

(0.73) 
3.54 

(0.73) 
3.55 

(0.73) 
0.00 .96 

3.61 
(0.71) 

3.48 
(0.74) 

2.84 .09 

Work engagement 
4.28 

(0.92) 
4.31 

(0.91) 
4.24 

(0.93) 
0.40 .53 

4.14 
(0.91) 

4.43 
(0.90) 

10.16 .00 

Notes. MoEC = Ministry of Education and Culture, MoRA = Ministry of Religious Affairs. 

As noted earlier, we also investigated interaction effects of gender and university 

background as factors in the GLM analyses. We found only two significant interaction 

effects, namely for extra-organizational involvement (marginally significant), F(1, 374) = 

3.92, p = .05, and for leadership positions (significant), F(3, 411) = 14.81, p = .00. Therefore, 

we did not include interaction means and effects in Table 5.3. Instead, the interaction effect 

on extra-organizational involvement is presented in Figure 5.3. It appears that men and 

women in MoRA are generally more involved in external organizations than those in MoEC. 

In addition, in MoEC universities men are more involved in external organizations than 

women; whereas in MoRA universities women are more involved in external organizations 

than men.  
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Figure 5.3. Interaction effects of gender and university background on extra-organizational 
involvement 

Furthermore, the interaction effect on leadership positions is given in Figure 5.4, 

suggesting that men in MoRA have considerably higher leadership positions or hold 

leadership positions more often than women, and that there are no gender differences in 

MoEC with respect to leadership positions.  

 

Figure 5.4. Interaction effects of gender and university background on leadership positions 

2.92

2.68

3.31

3.46

Men Women

M
ar

gi
na

l m
ea

ns
 o

f e
xt

ra
-o

rg
an

iz
at

io
na

l 
in

vo
lv

em
en

t

0.44
0.38

0.94

0.58

Men Women

M
ar

gi
na

l m
ea

ns
 o

f l
ea

de
rs

hi
p 

po
si

tio
ns



147 
 

 
 

Overall the GLM analyses (Table 5.2) suggest some, but not many, differences in 

career determinants by gender. There were some institutional differences in these exploratory 

analyses, but the lack of significant interaction effects between gender and institution on 

these variables strengthened us in our decision to collapse the data from the two types of 

institutional background for the subsequent explanatory analyses.  

5.4 Explanatory analyses 

Based on both theory (Chapter 2) and the two empirical studies (Chapter 3 and 4), we 

now formulate more specific hypotheses and test them for the Indonesian situation. Due to a 

large number of research variables as described in the Section 5.2.5, it was not feasible to 

include all variables in the explanatory analyses. Therefore, we selected variables that are 

central to this study as informed by literature. For individual factors, we include gender, age, 

family support (emotional and practical support), ambition, and proactive behavior. Human 

capital covers thesis supervision, committee appointments and publications. Social capital 

includes extra-organizational involvement, intra-organizational networking and inter-

organizational networking. Included in organizational factors is organizational politics. 

Finally, career outcomes consist of academic rank, leadership position, monthly income, 

career satisfaction and work engagement. Based on the outcomes of the exploratory analyses, 

we excluded division of home responsibility, university background, three types of WHC-

support, WHC-hindrance, process accelerators, teaching credit, research productivity and 

scholarly presentation for the explanatory analyses. In Appendix 5.12 all means, standard 

deviations, and correlations between research variables are reported. 

 

 



148 
 

 
 

5.4.1 Associations of human capital and social capital with career attainment 

5.4.1.1 Hypotheses development 

The most common indicators of objective career success in academia are achieving a 

high academic rank and a leadership position. As discussed in Chapter 2, there are universal 

gender differences in academic careers (National Science Foundation, 2004), with women 

being underrepresented at senior levels in academia (Sabatier et al., 2006; Sanders et al., 

2009; West & Curtis, 2006; Wright & Guth, 2009) and at leadership positions in universities 

(e.g., AVCC, 2008; Eggins, 2009). The first two empirical parts of this study (see Chapter 3 

and 4) indeed found that women had lower academic ranks and leadership positions and that 

their representation tended to decrease in the higher positions in academia in Indonesia. The 

GLM analyses described in the previous section suggest a similar gender difference in 

objective career success among our sample. Therefore, it is proposed that: 

H1a  Female lecturers have lower academic rank than men. 

H1b Female lecturers have lower leadership position than men. 

As explained in Chapter 1, the requirements of academic advancement in Indonesia are 

based on credit points accumulated from education, teaching, thesis supervision, research, 

publications, community development, scholarly presentations and committee appointments 

(Coordinating Minister, 1999). All of these credit numbers must be fulfilled if lecturers wish 

to advance their academic rank to a higher level.  

Career research found that human capital variables such as education, work experience 

and tenure are strong determinants for career success including the variation in salary and 

career progression (Dreher & Ash, 1990; Kirchmeyer, 1998; Ng et al., 2005; Tharenou et al., 

1994). In academic settings, human capital variables, e.g., publications were also found to be 
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the main influence for career advancement (Bayer & Astin, 1975) and the speed of promotion 

(Dunkin, 1991; Lyness & Thompson, 2000; Mohr & Burgess, 2011).  

However, the ability to accumulate human capital (i.e. credit points) may differ from 

men to women due to difference in family care responsibilities (which is evidence of a direct 

effect) or due to differing evaluation of the same amount of human capital (which is evidence 

of an indirect effect). This difference may lead to a different achievement in academic rank 

and leadership positions for men and women. Indeed, the qualitative part of the study (see 

Chapter 4) indicates that women were more likely to mention lack of energy and time for 

accumulating credit numbers than men. Additionally, although women had equal educational 

qualifications and competence to men, they were less likely to be promoted for a certain 

leadership position (see Chapter 4). Therefore, gender may interact with human capital 

variables in achieving academic rank and leadership position. Therefore, it is proposed that 

H1c Human capital is positively associated with academic rank, and this association is 

stronger for men.  

H1d Human capital is positively associated with leadership position, and this 

association is stronger for men.  

In academic settings, social capital factors such as networking and involvement in 

external organizations may affect the achievement of high job levels. These are important for 

personal and professional development as well as getting access to opportunities for 

promotion (Turner, 2002). Via networking and external organizational involvement, a 

lecturer may often be invited to teach at other universities, to present a paper, to do joint-

research, to submit an article for publication, and to perform a community development 

activity. These can all be converted into credit numbers necessary for academic advancement. 

Indeed, research has found (see Chapter 2) that networking can help in publishing and 



150 
 

 
 

gaining referees for the promotion process (Buddeberg-Fischer et al., 2009; Todd & Bird, 

2000), speeding up the promotion process (Sabatier et al., 2006).  

Furthermore, apart from formal requirements, such as academic rank, leadership 

selection processes, especially for higher-level positions, involve political activity (Davey, 

2008; Tiao, 2006). In a political domain, voters, who may have been accrued from 

networking and involvement in external organizations, are very important for candidates in 

order to win. In fact, networking is a proven strategy by which women can reach top 

leadership positions in universities (Tiao, 2006). Furthermore, active involvement in various 

organizations increased political participation (Worng et al., 2007) and enhanced individuals’ 

capacity for, e.g., playing political action (Putnam, 1995) in the leadership selection process.  

However, men and women’s intensity in building networks and being involved in 

external organizations may be different, partly due to organizational constraints and family 

responsibility. An externally-connected-to-campus organization is dominated by men 

especially in its leadership, partly due to a larger number of male staff. This hinders women 

from being more actively involved in it, reducing opportunity for being visible. Furthermore, 

with more caring responsibilities (Eagly & Carli, 2007), women typically have less time for 

networking and therefore have limited access to male networks (White, 2003). Nonetheless, 

despite having similar networking behavior to men, women are unlikely to receive the same 

level of career benefits as men (Wang, 2009). In addition, although men and women reported 

similar degrees of network support, the benefits of informal networks appear to be greater for 

men (Kirchmeyer, 1998). Furthermore, a study indicated that despite women being engaged 

more in networking than men, they profit less in terms of career satisfaction (Van Emmerik, 

Euwema, Geschiere, & Schouten, 2006). These studies show the existence of gender effect 



151 
 

 
 

on the relationship between social capital and career success, and we can expect that this 

holds for careers in academia too. Therefore, we propose that (see also Figure 5.5): 

H1e Social capital is positively associated with academic rank, and this association is 

stronger for men. 

H1f Social capital is positively associated with leadership position, and this association 

is stronger for men. 

 

Figure 5.5. Moderating role of gender on the associations of human and social capital factors 
with job level. 

5.4.1.2 Results of regression analyses by dependent 

The summary of basic statistics and inter-correlation of central research variables is 

provided in Appendix 5.12. In order to test the hypotheses, academic rank and leadership 

position were regressed on age, gender, human capital variables and social capital variables. 

At step 1 (Model 1) age was entered as a control variable. Gender was entered in step 2 as a 

factor. Variables of human capital and social capital were entered in step 3. Finally, to test for 

indirect effects of interactions of gender with age, with human capital and with social capital, 

these were added in step 4 as additional independents. The results of the analyses are reported 

in Table 5.3. 

Human capital 

Social capital 

Gender 

Job level 
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Age explained 48% of the variation in academic rank (Model 1); when gender was 

added (Model 2), the percentage of variance explained increased only 1%. Human capital 

variables, in particular committee appointment and number of publications, added 8% to 

previous predictors (Model 3). Finally, social capital variables (Model 4) added 1% of the 

variance in academic rank. We redid the regression analyses by changing the order of entry of 

predictors; that is, first social capital predictors and then human capital predictors. The results 

were essentially the same (see Appendix 5.13 for the result of analysis), showing the 

significant variables predicting academic rank as compared to those in Table 5.3. 

For leadership positions, age explained 6% (Model 1) and when gender was added 

(Model 2) the percentage of variance explained increased 2%. Human capital variables 

explained an additional 19% (Model 3); and when social capital variables were added in 

Model 4 the percentage of variance increased 3%, after accounting for other predictors. 

Again, we redid the regression analyses by changing the order of entry of predictors; that is, 

first social capital predictors and then human capital predictors. Again the results were 

essentially the same (see Appendix 5.14 for the result of the analysis), showing the significant 

variables predicting leadership position, as compared to those in Table 5.3. 

As shown in Table 5.3, in the final, full model regression (Model 4), age was associated 

with academic rank (β = .44, p = .00), indicating that older lecturers tend to have higher 

academic ranks. Age was not associated with leadership position (β = -.09, p = .56). Gender 

was not significantly associated with academic rank (β = -.05, p = .87) and leadership 

position (β = -.38, p = .34). Therefore, hypotheses H1a (Female lecturers have lower 

academic rank than men) and H1b (Female lecturers have lower leadership position than 

men) were not supported, which would suggest that women do not have lower academic rank 

and leadership position than men when the impact of age is taken into account.  
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Table 5.3 

Summary of Hierarchical Regression Analysis for Variables Predicting Academic Rank (N = 332) and Leadership Position (N = 334) 

Variables 

Academic Rank   Leadership Position 

Model 1 Model 2 Model 3 Model 4 
 

Model 1 Model 2 Model 3 Model 4 

B β B β B β B β 
 

B β B β B β B β 

Age 0.07 .70** 0.07 .69** 0.06 .63** 0.04 .44** 0.02 .25** 0.02 .24** 0.01 .15* -0.01 -.09

Gender -0.07 -.04
 

0.01 .01
 

-0.09 -.05 -0.18 -.12* -0.09 -.06 -0.57 -.38

Thesis supervision 0.01 .01
 

-0.01 -.03 0.00 -.01 0.07 .19

Committee   
     appointment 

0.04 .08* 0.05 .10
 
0.12 .27** 0.17 .37* 

Publications 0.12 .26** 0.06 .12 0.08 .18** 0.01 .02
 

Extra-organizational    
    involvement 

0.00 .01
 

0.04 .04 0.09 .12* 0.18 .24
 

Intra-organizational   
    networking  

0.03 .03
 

0.11 .09 0.10 .10# 0.40 .38* 

Inter-organizational     
    networking  

-0.02 -.01
 

0.11 .09 -0.12 -.11* -0.50 -.46**  

Gender X Age 0.01 .39# 0.02 .45# 

Gender X Thesis  
     supervision 

0.01 .04 -0.05 -.21

Gender X Community 
     appointment 

-0.01 -.02 -0.04 -.12
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Table 5.3 

Summary of Hierarchical Regression Analysis for Variables Predicting Academic Rank (N = 332) and Leadership Position (N = 334) 

Variables 

Academic Rank   Leadership Position 

Model 1 Model 2 Model 3 Model 4 
 

Model 1 Model 2 Model 3 Model 4 

B β B β B β B β 
 

B β B β B β B β 

Gender X  
     Publications 

0.06 .16 0.06 .19

Gender X Extra- 
     organizational  
         involvement 

-0.02 -.06 -0.06 -.18

Gender X Intra- 
     organizational  
         networking  

-0.05 -.14 -0.20 -.58# 

Gender X Inter- 
     organizational  
         networking  

-0.10 -.22 0.26 .69* 

F 309.6** 53.7** 
 

53.7** 29.2** 22.8** 13.9** 
 
15.2** 9.20** 

R .70
 

.70
 

.76 .76 .25
 

.28
  

.52
 

.55

R2 .48
 

.49
 

.57 .58 .06
 

.08
  

.27
 

.30

∆ R2 .48** .00
 

.08** .01 .06** .01* 
 

.20** .03

Note. Gender 1 = men, 2 = women. 
#p < .10. *p < .05. **p < .01. 
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Furthermore, the interaction effect of gender and age was marginally significant for 

academic rank (β = .39, p = .06), and leadership position (β = .45, p = .09). The effects are 

depicted in Figures 5.6 and 5.7. It appears that both older men and women have higher 

academic rank; but the age effect is stronger for women. Next, younger men have higher 

leadership position than older men; but for women the opposite is the case in that older 

women have a higher leadership position than younger women. Thus, age matters more for 

women’s higher academic rank and leadership position than for men’s. 

Figure 5.6. and 5.7. Interaction effects of gender and age on academic rank and leadership 
position. 

 

None of the human capital variables was associated with academic rank; nonetheless, 

committee appointment was significantly associated with leadership position (β = .37, p = 

.02), suggesting that the more the lecturers are appointed to committees, the more likely they 

are to hold a higher leadership position. No interaction effects of gender and human capital 

variables on academic rank and leadership position were observed. Therefore, hypotheses 

H1c (Human capital is positively associated with academic rank, and this association is 
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stronger for men) was not supported, and H1d (Human capital is positively associated with 

leadership position, and this association is stronger for men) was partially supported for 

leadership position with respect to committee appointment. 

None of the social capital variables was significantly associated with academic rank; 

neither were their interactions with gender. H1e (Social capital is positively associated with 

academic rank, and this association is stronger for men) was not supported. Intra-

organizational networking was significantly associated with leadership position (β = .38, p = 

.02), indicating that the more the lecturers build networks within their organization, the more 

likely they are to hold higher leadership positions. The association between inter-

organizational networking and leadership position was negative (β = -.46, p = .00), implying 

that the more the lecturers build networks outside their organization, the more likely they are 

to have a lower leadership position. It could also imply that the more lecturers have a lower 

leadership position, the more they tend to build networks outside their organization.  

Furthermore, the interaction effect of gender and intra-organizational networking on 

leadership position was marginally significant (β = -.58, p = .07) and the interaction effect of 

gender and inter-organizational networking on leadership position was significant (β = .69, p 

=  .02). These effects are portrayed in Figures 5.8 and 5.9, which indicate that intra-

organizational networking is more beneficial for men’s leadership position, and that inter-

organizational networking is counterproductive for men’s leadership position. Inter-

organizational networking does not affect women’s leadership position. Therefore, H1f 

(Social capital is positively associated with leadership position, and this association is 

stronger for men) was partly supported with respect to the importance of intra-organizational 

networking for men’s leadership positions. However, H1f was refuted with respect to the 

negative impact of inter-organizational networking for men’s leadership positions. 
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Figure 5.8. and 5.9. Interaction effects of gender and intra-organizational networking and 
inter-organizational networking on leadership position. 

 

5.4.1.3 Discussion 

In this analysis, we examined the associations of human and social capital variables 

with academic rank and leadership position among male and female lecturers in Indonesian 

academia. Mixed results were obtained with regard to the hypotheses. 

Contrary to our expectation, the study found that gender is not directly associated with 

academic rank and leadership position. As in previous studies, higher academic rank and 

leadership positions are more often occupied by men (see e.g., Bayer & Astin, 1975; Sabatier 

et al., 2006; Sanders et al., 2009), but in this study that is explained by age rather than gender. 

Gender does not influence academic rank when age is taken into account. Regardless of 

gender, therefore, older female and male lecturers tend to have a higher academic rank. 

In our study, the associations of age and academic rank and leadership positions were 

stronger for women than for men. There is a tendency for women to reach higher ranks at 
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higher ages compared to men. Perhaps, early in their career women spent more time on care 

responsibilities than men, so that they have less time for accumulating credit numbers 

necessary for academic advancement, e.g., writing articles and continuing education. GLM 

analysis indeed suggests that women have more home responsibility than men. With less 

intensive care responsibilities later on, women may have more time for academic activities 

leading to achieving a higher academic rank, and by the time they reach the higher rank they 

are older. In addition, women of childbearing age suffer from motherhood bias in getting 

promoted (see King, 2008), the negative effects of which are less when they are older (see 

Heilman & Okimoto, 2008). 

Furthermore, while again women need to be older to reach a higher leadership position, 

more men already have a leadership position when they are younger. This indicates that 

younger men may have already fulfilled the requirements for leadership positions at an earlier 

stage due, for example, to having higher education and academic rank. On the contrary, 

younger women may not be appointed for higher leadership positions because they lack the 

necessary requirements. It may also indicate that women are given leadership positions on the 

basis of performance (‘proof’) and men on the basis of potential (‘expectation’), which means 

women need more time (i.e. get older) to prove they are capable (Lyness & Heilman, 2006). 

In addition, younger men held leadership positions more often than older men, whereas 

for women the opposite was the case. Older men may have occupied leadership positions in 

the past, meaning that they are no longer eligible to run for future leadership. This is true for 

the higher leadership positions, i.e. rector or dean, in which the limit of their appointment is 

eight years (2 terms) (Indonesian Govt., 1999b). Second, the selection of a higher leadership 

position may require younger age to allow for high mobility and productivity, so that those 

closer to the retirement period (indicative of being older) may not be nominated. The 
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tendency of older women to hold leadership positions more often than younger ones indicates 

that being older means an increased ability to meet the leadership requirements, such as 

higher academic rank. Furthermore, because women have not been appointed for a leadership 

position at a younger age, they may be selected for one at an older age. Due to more 

performance-based than expectation-based evaluation for a leadership position, women may 

need longer to prove themselves capable of being a leader (Lyness & Heilman, 2006). Thus, 

age matters more for women’s academic rank and leadership positions than for men’s.  

Concerning human capital, we found that committee appointment is an important 

predictor of leadership position. The importance of committee appointment in the leadership 

position may be understood with respect to the nature of the leadership election process, 

which involves a degree of politics (Davey, 2008; Tiao, 2006). Apart from the preferable 

prerequisites for leadership positions, such as education and academic rank, high involvement 

in committees may increase the candidates’ visibility and make their qualities readily 

observable, leading to success in an election process. Meeting the standard requirements 

coupled with visibility-increasing activities enhances the likelihood of being appointed to a 

higher leadership position.  

The importance of this explanation is heightened by the fact that social capital 

variables, especially intra-organizational networking, have a positive effect on leadership 

position. Since the selection of leaders involves political activity, building an internal 

network could lead to success in the election process. Network building is important for 

gaining recognition, popularity, increasing political support (Worng et al., 2007) and 

enhancing individuals’ capacity for playing political action (Putnam, 1995) leading to the 

attainment of top leadership positions in universities (Tiao, 2006).  
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This study found that intra-organizational networking is more beneficial for men’s 

leadership position than for women’s. A possible explanation is that work networks are 

dominated by men, often called ‘old-boys’ networks (Wenniger & Conroy, 2001), or that 

more men than women are decision makers because a larger number of leaders are men 

(White, 2003), or that men have more access to influential individuals and powerful 

associations within organizations (Forret & Dougherty, 2004). Alternatively, men may use 

networks more strategically for supporting their career goals, such as gaining leadership 

positions, whereas women may use networks for other purposes than their career goals.  

Thus, men may use networks differently from women. The importance of networks for men’s 

leadership position may also be connected with the fact that more men meet the requirements 

for higher leadership positions (e.g., higher education).  

Contrary to our expectation, the study found that inter-organizational networking is 

counterproductive for men’s leadership position. A possible explanation is that intensively 

building networks outside the organization may reduce lecturers’ popularity internally or 

their intentions to apply for a leadership position; thus decreasing the likelihood of being 

appointed as leaders. Another explanation is that without a (lower) leadership position, 

lecturers may tend to build networks outside their organization. The tasks attached to a lower 

leadership position may be less demanding, providing spare time and energy for the holders 

to build networks outside their organization. 

In summary, age is a more important predictor of academic rank than gender. Human 

capital in terms of committee appointment is important for attaining higher leadership 

position. Furthermore, social capital factors in terms of intra-organizational networking are 

essential for gaining a higher leadership position. Finally, inter-organizational networking is 



161 
 

 
 

not important for women’s leadership position and is even counterproductive for men’s 

leadership position. 

5.4.2 Associations of ambition and family support with income and career satisfaction 

5.4.2.1 Hypotheses development 

As discussed in Chapter 2, income and career satisfaction are widely used indicators of 

objective career success (e.g., Ng et al., 2005) and subjective career success, respectively 

(e.g., Greenhaus et al., 1990). Previous research suggests that women generally earn less than 

men (Knapp et al., 2010; Long, 2001; Monroe et al., 2008; Takahashi & Takahashi, 2009), 

even in comparable positions with similar track records.  

Early studies indicate demographic indicators such as gender are associated with career 

satisfaction. Hofmans, Dries and Pepermans (2008) state that career satisfaction (satisfaction 

with what one has achieved) means different things for men and women. Literature 

recognizes differences in career satisfaction among men and women. Aryee and Luk (1996) 

studying the career satisfaction of dual-earner couples in Hong Kong found that career 

satisfaction of husbands and wives was similar. However, Keeton, Fenner, Johnson and 

Hayward (2007) found that in the medical profession women were slightly more satisfied 

with their careers than men. Furthermore, male academic gastroenterologists reported more 

overall career satisfaction than female academic gastroenterologists (Gerson et al., 2007). In 

this analysis, we propose that 

H2a Female lecturers have a lower monthly income than men. 

H2b Female lecturers have lower career satisfaction than men. 

Ambition is one of the important predictors of career outcomes (Gaskill, 1991; Judge & 

Kammeyer-Mueller, 2012). Baker (2008) argued that ambition is strongly required for a 
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successful university career. Yet, there is a paucity of research linking ambition and career 

success in academia. Research done by Rasdi, Ismail, Uli and Noah (2009) indicates that 

career aspiration is not related to income, but to career satisfaction. Yet, a more recent study 

by Judge and Kammeyer-Mueller (2012) does find a possitive relationship between ambition 

and higher income. In addition, a study among engineers found a positive relationship 

between individual career aspirations and both objective (salary and promotion) and 

subjective (job satisfaction) career success for men but not for women, indicating that such a 

relationship is moderated by gender (Dolan et al., 2011).   

Despite the popular belief that women are less ambitious than men, recent studies found 

that there is no difference in career ambition (Dikkers et al., 2010a) and desire for job 

advancement (Galinsky et al., 2009) between men and women, and that women and men 

have equal desire to embark on a career in the research sector (Rustad & Rødland, 2010). 

Gender differences in career ambition might be linked with differences in gender role 

socialization for men and women insofar as men are expected to take the role of economic 

provider for the family, whereas women are expected to take the role of care provider and 

homemaker (Corrigall & Konrad, 2006). However, differences in aspirations related to these 

gender roles have become much smaller with women’s increased labor force participation 

(Konrad, Ritchie, & Lieb, 2000). In the South East Asian context, such differences in gender 

socialization may still exert a stronger influence on career advancement and ambition among 

men and women (Ismail, 2008). Indeed, the interview study in Chapter 4 indicates that 

women’s low ambition to pursue leadership positions which result in additional earnings was 

related to their care roles in their family, especially when they have young children. 

Therefore, it is proposed that: 
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H2c Ambition is positively associated with income, and this association is stronger for 

men. 

H2d Ambition is positively associated with career satisfaction, and this association is 

stronger for women. 

Support from family members has been reported to be an important factor for career 

success. Research by Aryee et al. (1999) suggests that increased spousal support increases 

career success. With strong family support, an employee could concentrate on work leading 

to greater productivity and advancement potentials (Windsor & Auyeung, 2006) and positive 

rewards in their careers in terms of income and salary progression (Schneer & Reitman, 

2002). Indeed, research suggests that a supportive family could maintain the work of female 

scientists (Rosser, 2004), may lead to higher academic rank (Özbilgin & Healy, 2004) and 

contribute to having higher positions (Ezzedeen & Ritchey, 2008). These positions entail 

higher earnings.  

Similarly, research found that strong support from family leads to a greater perceived 

career success, i.e. career satisfaction (Woodard, 2005). Yet another study found that spouse 

support was not a significant determinant of the career satisfaction of wives or husbands 

(Aryee & Luk, 1996). Research shows that women perform more household duties than men 

(Cohen et al., 2007a). Thus, women may need more family support to achieve the same 

amount of career success as men. Furthermore, in traditional family life, men are expected to 

receive higher family support for work, partly due to their higher responsibility to provide for 

their family. Therefore, we propose that 

H2e Family support is positively associated with income, and this association is stronger 

for men. 
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H2f Family support is positively associated with career satisfaction, and this association 

is stronger for men. 

The moderating role of gender on the associations of ambition and family support with 

income and career satisfaction is presented in Figure 5.10. 

 

 

Figure 5.10. Moderating role of gender on the associations of ambition and family support 
with income and career satisfaction 
 

5.4.2.2 Results of regression analyses by dependent 

The basic statistics and inter-correlation of central research variables is provided in 

Appendix 5.12. For testing the hypotheses, income and career satisfaction were regressed on 

age, gender, ambition, and family support (emotional and practical). Age was entered in the 

first step (Model 1) as a control variable, and gender in step 2 as a factor. Ambition and 

family support were added in step 3.  Finally, interactions of gender with age, ambition and 

family support were entered in step 4. The results of these analyses are reported in Table 5.4. 

Ambition 

Family support 

Gender 

Income 
Career satisfaction 
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Table 5.4 

Summary of Hierarchical Regression Analysis for Variables Predicting Income (N = 435) and Career Satisfaction (N = 439) 

Variables 

Income   Career Satisfaction 

Model 1 Model 2 Model 3 Model 4 
 

Model 1 Model 2 Model 3 Model 4 

B β B β B β B β 
 

B β B β B β B β 

Age 0.05 .50**  0.05 .48**  0.05 .48** 0.05 .48 **  0.00 .04 0.00 .04 0.00 .05
 
0.01 .06

 
Gender 

 
-0.25 -.14**  -0.25 -.13** -0.25 -.14 **  0.00 .00 0.00 .00

 
0.00 .00

 
Ambition 

  
0.15 .10# 0.13 .08 0.26 .21** 0.31 .25** 

Family emotional support 
  

0.05 .05
 

0.05 .05 0.09 .12* 0.08 .11# 

Family practical support 
 

-0.04 -.04
 

-0.04 -.03 -0.04 -.04
 
-0.04 -.05

 
Gender X Age 

  
-0.06 -.06 0.07 .09* 

Gender X Ambition 
  

0.03 .03 -0.05 -.06
 

Gender X Family emotional  
     support   

-0.03 -.04 
           

0.09 .12* 

Gender X Family practical  
     support  

0.00 .00 
 
0.05 .07

 

F 140.7 ** 
 

77.2** 
 

33.7** 
 

18.9** 
 

0.56 0.28 8.70** 
 

6.06** 
 

R .50 
  

0.51
  

.53
  

.53 .04 .04 .30
  

.34
  

R2 .25 
  

0.26
  

.28
  

.29 .00 .00 .09
  

.11
  

∆ R2 .25 ** 
 

.02** 
 

.02** 
 

.00 .00 .00 .09** 
 

.02* 
 

Note. Gender 1 = men, 2 = women. 
#p < .10. *p < .05. **p < .01.  
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Age explained 25% of the variation in income (Model 1); and when gender was added 

the percentage of variance explained increased only 1% (Model 2). Ambition and family 

support explained an additional 2% of the variation in income. Both age and gender did not 

explain the variation in career satisfaction (in Model 1 and 2). Ambition and family support, 

in particular family emotional support (in Model 3), explained 9% of the variation in career 

satisfaction. Finally, ambition and family support, in particular family emotional support (in 

Model 4) added 2% in the variance of career satisfaction.  

According to Table 5.4 Model 4, age was significantly associated with income (β = .48, 

p = .00), but not with career satisfaction (β = .06,  p = .21), implying that older lecturers have 

higher monthly income than younger lecturers. Gender was also significantly related to 

income (β = -.14, p = 00): men earn more than women, supporting H2a (Female lecturers 

have lower monthly income than men). The interaction effect of gender and age on income 

was not significant (β = -.06, p = .16). For clarity, Figure 5.11 is presented showing that 

although men always have higher income than women, the income of men and women 

increases at the same rate when they get older. There is a clear age effect, and a clear gender 

effect, but no interaction effect of age and gender on income. Therefore, the gender effect is 

constant for age (or the age effect is constant for gender). 

 

Figure 5.11. Interaction effect of gender and age on income 
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Gender did not significantly relate to career satisfaction (β = .00, p = .96), suggesting 

that both female and male lecturers were equally satisfied with their academic career. 

Therefore H2b (Female lecturers have lower career satisfaction then men) was not supported. 

The interaction effect of gender and age on career satisfaction was significant (β = .09, p = 

.05): men’s career satisfaction is not affected by their age, but women’s career satisfaction 

tends to increase with their age (see Figure 5.12). 

 

Figure 5.12. Interaction effect of gender and age on career satisfaction 
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supported. In line with our hypothesis, ambition was positively significantly associated with 

career satisfaction (β = .25, p = .00), suggesting that ambitious lecturers are more likely to 

have higher career satisfaction. Further, the interaction effect of ambition and gender on 
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Family emotional support (β = .05, p = .32) and family practical support (β = -.03, p = 

.41) were not significantly associated with income, neither were their interactions with 

gender, rejecting H2e (Family support is positively associated with income, and this 

association is stronger for men). Family emotional support was marginally associated with 

career satisfaction (β = .11, p = .08), which implies that lecturers who receive high levels of 

emotional support from their family tend to have high career satisfaction. The interaction 

effect of family emotional support with gender on career satisfaction was also significant (β = 

.12, p = .03). The regression line drawn in Figure 5.13 suggests that family emotional support 

is more important for women’s career satisfaction than for men’s.   

Family practical support was not significantly related to career satisfaction (β = -.05, p 

=  .26), neither was the interaction of family practical support with gender (β = .07, p = .15). 

Therefore, H2f (Family support is positively associated with career satisfaction, and this 

association is stronger for men) is partially supported with respect to family emotional 

support. 

 

Figure 5.13. Interaction effect of gender and family emotional support on career satisfaction 
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5.4.2.3 Discussion 

The purpose of this analysis was to examine the associations of ambition and family 

support with income and career satisfaction among male and female lecturers in Indonesian 

academia.   

First, and as was to be expected, we found that age predicts the income of lecturers: 

older lecturers have higher monthly income than younger lecturers. Older lecturers have 

higher income, largely because they tend to have a higher academic rank (see section 5.4.1) 

that entails higher salary and impacts on greater duties and responsibilities, which then results 

in additional income.  

As predicted, male lecturers in this study had higher income than women, confirming 

the result of previous studies (e.g., Knapp et al., 2010; Long, 2001; Monroe et al., 2008; 

Takahashi & Takahashi, 2009). This finding is interesting particularly when connected to the 

salary scheme operating in Indonesian state universities in which the amount is mainly based 

on the levels of Public Civil Servant (PCS) rank and academic rank. In addition, there are 

automatic biennial salary increases and the incidence of salary adjustment provided by the 

government for all lecturers regardless of gender. Thus, the income of men and women at the 

same levels of PCS and academic ranks can be expected to be the same. However, the gender 

wage gap even in regulated salary systems such as this is very well established (OECD, 

2008). Thus, gender wage discrimination seems to exist in Indonesian academia.  

Contrary to our expectation, female and male lecturers in this study reported a similar 

level of career satisfaction. This finding did not correspond with previous findings (Gerson et 

al., 2007) that female academics are less satisfied with their careers than male academics. 

Lecturers in this study may perceive their work opportunities and development as having 

matched their needs and expectations. Sample selection effect may also explain this finding, 



170 
 

 
 

in which satisfied lecturers participated more often in the study than those less satisfied with 

their careers. 

We found that ambitious lecturers report higher career satisfaction than less ambitious 

lecturers (Dikkers et al., 2010a; Dolan et al., 2011; Rasdi et al., 2009). Ambitious lecturers 

may set high goals for their career and may not be satisfied with doing the basic tasks of 

being lecturers and are constantly looking for something more. Having a clear goal, they may 

create a good plan to help attain the goals. Ambitious lecturers may also be willing to work 

overtime to finish their projects sooner or even work on more projects, especially the work 

that most lecturers are afraid to touch. They may also strive to deliver the best results of their 

work, enabling the organizations to give them more assignments and more responsibilities. 

All of these qualities would eventually enable ambitious lecturers to reach higher job levels. 

In the process of reaching their career goals, ambitious lecturers may undertake academic 

activities such as research and publications more intensively. Reaching their career goals, 

ambitious lecturers would be more satisfied with their career than the less ambitious. 

Family support did not predict lecturers’ income, which contradicts the finding by 

Schneer and Reitman (2002) that having a fully supportive wife resulted in men’s higher 

income and salary progression. This might be connected with the earning system in academic 

employment, especially in the state universities in Indonesia, as discussed earlier. Thus, 

higher or lower support from family is not likely to affect the level of lecturers’ monthly 

income.  

In line with previous studies (e.g., Woodard, 2005) we found that family emotional 

support was positively associated with career satisfaction, and it was more important for 

women’s career satisfaction than for men’s. This suggests that due to family emotional 

support women feel strengthened in pursuing their careers and in not having to make a trade-
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off between work and family, thus they experience a more positive perception of their career. 

By contrast, because men are less likely to have a double burden, they may need less family 

emotional support to have a positive perception of their careers. Thus, for women, having a 

supportive family is an important factor in their career satisfaction, whereas for men family 

support simply does not make a difference in terms of their career satisfaction. 

In summary, even though men’s monthly income is higher than that of women, the 

lecturers’ income increases along with their age, implying that the income gap between men 

and women remains constant. Female and male lecturers in this study report an equal level of 

satisfaction with their career. Ambitious employees are more satisfied with their career. 

Finally, family emotional support affects women’s career satisfaction more than men’s.  

5.4.3 Associations of proactivity and organizational politics with work engagement 

5.4.3.1 Hypothesis development 

There is little research into antecedents and consequences of work engagement in 

academia, despite an increasing interest in other employment sectors. Based on the findings 

of available research, this study attempts to investigate the likely antecedents of work 

engagement among men and women in Indonesian academia, including demographic factors, 

psychological factors and organizational factors (see Figure 5.14). 

Schaufeli et al. (2002) defined work engagement  as a positive work-related state of 

mind characterized by feelings of vigor, dedication, and absorption. Vigor refers to high 

levels of energy and mental resilience, the willingness to invest effort and persistence while 

working. Dedication is characterized by strong involvement in one’s work along with 

experiencing feelings of significance, enthusiasm, inspiration, pride, and challenge. 

Absorption refers to full concentration, immersion, and happy engrossment in one’s work.  
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Work engagement consists of ‘cognitive, emotional, and behavioral components that are 

associated with individual role performance’ (Saks, 2006, p. 602). Adopting Sonnentag’s 

(2003) and Christian et al.’s (2011) recommendations, work engagement here is treated as a 

single construct with a high score on the sum of vigor, dedication, and absorption signifying a 

full engagement in work. Engaged individuals are fully involved in and enthusiastic about 

their work.  

According to Mostert and Rothmann (2006), some of the factors that may influence 

work engagement include age, gender and race and personality. In his more recent review, 

Bakker (2011) argued that job and personal resources are the main predictors of engagement. 

The association of work engagement with age was weak and could hardly be considered 

meaningful (Schaufeli et al., 2006). More recent studies found that higher age is generally 

related to stronger engagement (Persson, 2010) where, for example, older police members 

report higher levels of engagement than younger ones (Mostert & Rothmann, 2006).  

Some research found that work engagement did not differ significantly between men 

and women (Otwori & Xiangping, 2010; Schaufeli et al., 2006; Wilson, 2009). However, 

other studies indicate that there are gender differences in the dimensions of work 

engagement: men reported higher levels of vigor and dedication than women (Burke & El-

Kot, 2010). Another study found that male employees scored higher on the dimension of 

vigor and absorption, while female employees gained more scores on the dimension of 

dedication (Kong, 2009). Studies of the ‘ideal academic’ always state that science is 

considered a greedy calling that requires 200% engagement (Benschop & Brouns, 2003). The 

ideal academic may help men to be fully engaged in work more than women, due to men’s 

less caring responsibilities (Eagly & Carli, 2007; Lyonette, Crompton, & Wall, 2007). On the 

other hand, childcare responsibilities may reduce women’s concentration upon their work 
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(Lewis, Brookes, Mark, & Etherington, 2008). Thus, women probably need to be even more 

engaged than men to ‘win’. In this study, we propose that: 

H3a  Men have a higher level of work engagement than women. 

Proactive behavior (or proactivity) refers to anticipatory, change-oriented and self-

initiated behavior in the work place. Proactive behavior involves acting in advance of a future 

situation and taking control and making things happen (Bateman & Crant, 1999). Proactive 

employees generally do not need to be asked to act, nor do they require detailed instructions. 

Put simply, proactivity is a set of actions through anticipating, planning, and striving to have 

an impact (Grant & Ashford, 2008). Proactive individuals are more likely to initiate 

opportunities and create favorable conditions for individual or team effectiveness (Crant, 

2000; Greguras & Diefendorff, 2010). 

Early studies indicate that proactive behavior is positively associated with objective and 

subjective career success (e.g., promotions and career satisfaction) (Barnett & Bradley, 2007; 

Prabhu, 2007; Seibert et al., 1999). Furthermore, in their initial study of the causal effect of 

proactivity on engagement Dikkers et al. (2010b) found that proactivity increases work 

engagement over time. In this study, proactivity is theorized to positively influence lecturers’ 

behaviors, such as being more engaged in their work. 

Several studies indicate that gender differences exist in the career-related proactive 

behaviors, meaning men are more likely than women to be proactive in job searching 

(Kanfer, Wanberg, & Kantrowitz, 2001) and in networking behavior in the initial years of 

work (Claes & Ruiz-Quintanilla, 1998). Men have also been found to be more likely than 

women to voice concerns about issues in the workplace (LePine & Van Dyne, 1998). 

Proactivity may serve men better than women because proactive behavior shows less fit with 

the female gender role, and especially modesty, compared to the more assertive male gender 
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role. The role congruity theory argues that the female gender role is often perceived to be 

incongruent with work roles (e.g., leadership roles), and this creates negative perception 

about women’s work roles, i.e. women are perceived as less potential for leadership roles 

(Eagly & Karau, 2002). Due to conflicting gender roles expectation, women’s proactive 

behaviors may gain a negative response, leading to the denial of more extensive work 

assignments; thus, less engagement. We propose that: 

H3b Proactivity is positively associated with work engagement, and this association is 

stronger for men. 

Kacmar and Carlson (1997) argued that individual’s perceptions about the political 

nature of work settings influence the feeling towards their organization, and affect the 

productivity, satisfaction and turnover intention. Perceptions of high levels of organizational 

politics are typically associated with negative outcomes for individuals (Harris et al., 2007a). 

This includes higher levels of absenteeism, turnover intentions, anxiety, and stress and lower 

levels of job satisfaction, organizational commitment, job performance, and organizational 

citizenship (Kacmar & Baron, 1999), and reduced commitment to work (Vigoda, 2000), job 

satisfaction (Bozeman et al., 2001), job involvement (Ram & Prabhakar, 2010) and 

organizational citizenship behavior (OCB) (Danaeefard, Balutbazeh, & Kashi, 2010). 

Perceptions of higher levels of organizational politics –an indication of a negative aspect of 

work environment–would be associated negatively with work engagement. When employees 

perceive that the organization is highly political, they may reduce their work engagement.  

Men and women may perceive organizational politics differently due to different 

orientations in political behavior. Men typically view organizational politics as giving them a 

sense of order and control over their environment, while women typically view 

organizational politics as threatening and thus undermining their understanding of how they 
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could fit into the organization (Davey, 2008). Research on women’s involvement in 

organizational politics is scarce but it is found that some women dislike politics in 

organizations (Ullah et al., 2011). As previously discussed, women in this study have lower 

positions in the organizational hierarchy  (see Chapter 3), are more likely to perceive politics 

as ‘dirty’ and are reluctant to get involved in the political arena (see Chapter 4). Having a 

lower position may lead women to perceive organizational decision-making processes as 

more politically dictated than  their counterparts (Ullah et al., 2011); and women’s perception 

of higher levels of organizational politics than men may affect their work engagement 

negatively. Politics involves aggressiveness, competitiveness, and control (characteristics 

commonly associated with masculinity); thus, men’s political behavior may be more valued 

than that of women’s, leading to a higher benefit for men’s work engagement than it is for 

women. On the other hand, women’s political behavior is less appreciated since it contradicts 

female gender roles, i.e. supportive and nurturing roles (Tiao, 2006). We propose that: 

H3c  Organizational politics is negatively associated with work engagement, and this 

negative association is stronger for women. 

The moderating role of gender on the associations of proactivity and organizational 

politics with work engagement is presented in Figure 5.14. 
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Figure 5.14.Moderating role of gender on the associations of proactivity and organizational 
politics with work engagement 
 

5.4.3.2 Results of regression analyses by dependent 

The basic statistics and inter-correlation of central research variables is provided in 
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have higher level of work engagement than women) was not supported. The interaction effect 

of gender and age on work engagement was not significant (β = -.01, p = .87). 

Table 5.5 

Summary of Hierarchical Regression Analysis for Variables Predicting Work 

Engagement (N = 441) 

Variables 
  

Work Engagement 

Model 1 Model 2 Model 3 Model 4 

B β B β B β B β 

Age 0.01 .12* 0.01 .11* 0.01 .10* 0.01 .10* 

Gender 
 

-0.04 -.02 -0.05 -.03
 

-0.04 -.02
 

Proactivity 
 

0.28 .30** 0.66 .25** 

Organizational politics 
 

-0.12 -.13** -0.10 -.15** 

Gender X Age 
 

-0.01 -.01
 

Gender X Proactivity 
 

-0.29 -.15** 

Gender X Organizational 
     politics  

-0.03 -.01

F 6.09 * 3.13* 14.4** 9.83** 

R .12 
 

.12 .34
 

.37

R2 .01 
 

.01 .12
 

.14

∆ R2 .01 * .00
  

.10** .02* 

Note. Gender 1 = men, 2 = women. 
*p < .05. **p < .01. 

 

Proactivity was significantly related to work engagement (β = .25, p = .00), signifying 

that proactive lecturers have higher work engagement. The interaction effect of proactivity 

and gender on work engagement was also significant (β = -.15, p = .00). The effect is 
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depicted in Figure 5.15, suggesting that proactivity has a stronger positive outcome on men’s 

work engagement than on women’s. Therefore, H3b (Proactivity is positively associated with 

work engagement, and this association is stronger for men) was supported.  

 

Figure 5.15. Interaction effect of gender and proactivity on work engagement 

Organizational politics was negatively significantly associated with work engagement 

(β = -.15, p = .01), suggesting that lecturers having a high perception of organizational 

politics have lower work engagement. The interaction effect of organizational politics with 

gender on work engagement was not significant (β = -.01, p = .75). The proposed hypothesis 

H3c (Organizational politics is negatively associated with work engagement, and this 

negative association is stronger for women) was partially supported. 

5.4.3.3 Discussion 

This analysis was aimed at investigating the moderating role of gender on the 

associations of proactivity and organizational politics with work engagement. The findings 

provide mixed support for the hypotheses that were tested. 
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The analysis found that older lecturers are more engaged in work than younger 

lecturers, supporting the finding of earlier studies (see e.g., Mostert & Rothmann, 2006; 

Persson, 2010). Being older, indicative of seniority, would mean more work experience, 

increased expertise, and wider opportunity for being given tasks other than teaching. Our data 

show that older lecturers are more likely to have greater research activity, present more at 

scholarly events, be involved more in committees, have more publications and hold higher 

academic rank. These activities may lead older lecturers to be highly engaged in work. 

We found that men’s work engagement did not differ substantially from women’s work 

engagement; therefore, it can be inferred that female and male lecturers are equally engaged 

in their academic work. This finding is in line with earlier research, which found that work 

engagement did not differ significantly between men and women (Otwori & Xiangping, 

2010; Schaufeli et al., 2006; Wilson, 2009). Perhaps, in Indonesian academia, the expectation 

of organization towards men and women to engage fully in work is the same. Men and 

women may maintain their high work engagement equally in order to gain positive 

recognition, evaluation and rewards from their organization. The sample selection may affect 

the finding; that is, more highly engaged respondents completed the survey. 

It was also found that more proactive lecturers have higher levels of work engagement 

than less proactive lecturers, supporting earlier studies (see e.g., Dikkers et al., 2010b). 

Literature provides explanations for the positive association of proactivity with work 

engagement including that proactive people act in advance, take control, and make things 

happen (Bateman & Crant, 1999). Proactive employees set actions through anticipating, 

planning, and striving to have an impact (Grant & Ashford, 2008) and initiate opportunities 

and create favorable conditions for individual or team effectiveness (Crant, 2000; Greguras & 

Diefendorff, 2010). 
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We also found that proactivity is more influential on men’s work engagement than 

women’s. The management response to men’s proactive behavior might be different from 

that to women’s. Because the majority of leaders are men, the proactive solution to a problem 

and an innovation initiated by men might be positively responded to, leading to the 

implementation of activities by men, and thus resulting in more engagement. In addition, 

men’s proactive behavior might be more visible because it is being expressed in a male-

dominated environment. These conditions, in turn, result in a stronger effect of men’s 

proactivity on their engagement in work. In contrast, women’s proactive behaviors may be 

less welcomed because the majority of leaders/managers are men, and it is typically 

perceived as less appropriate for women to be leaders as this violates normative standards for 

behavior (Heilman, 2012), which makes proactive behavior less rewarding in terms of 

engagement for women than it is for men.  

Finally, perceptions of organizational politics negatively predict lecturers’ work 

engagement: lecturers who perceive their organization as highly political have lower work 

engagement. The finding supports previous studies in that organizational politics negatively 

affects commitment to work (Vigoda, 2000), job involvement (Ram & Prabhakar, 2010) and 

organizational commitment (Cropanzano et al., 1997). Perhaps, lecturers who have high 

perceptions of organizational politics develop a sense of disappointment on how resources in 

their campus are distributed. For example, when promotion is determined politically, the 

highly engaged lecturers may not be the ones targeted to be promoted. Instead, the promoted 

ones are those who have better ability in the political game or those who continuously agree 

with their superiors. Thus, because of politics, previously engaged lecturers may reduce their 

work engagement over time. Gender did not affect this relationship, however, showing that 

men and women suffer negative effects of perceived organizational politics on their 

engagement levels equally. 
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In this analysis, age predicts the engagement level of lecturers; but gender does not. 

The present findings extend the earlier work by offering two measures of work engagement: 

proactivity and organizational politics. Generally, proactivity positively affects work 

engagement; however, its effect is stronger for men than it is for women. The perception of 

organizational politics negatively affects the work engagement of lecturers. 

5.5 Summary 

In the explanatory analyses, we presented three sets of hypotheses testing the correlates 

of career success in academia. The first topic relates to the associations of human capital and 

social capital with career attainment (academic rank and leadership positions). Mixed results 

are obtained with regard to hypotheses tested. First, age is a more important predictor of 

academic rank than gender. Earlier studies, as well as two studies discussed in Chapter 3 and 

4, show that higher academic rank is more often occupied by men (see e.g., Bayer & Astin, 

1975; Sabatier et al., 2006; Sanders et al., 2009), but in this analysis that is explained by age 

rather than gender. Therefore, regardless of gender, older female and male lecturers tend to 

have a higher academic rank.  

Second, women need to be older to reach higher ranks compared to men. This may be 

connected with women’s greater care responsibilities at a younger age, thereby reducing their 

time spent in academic advancement. When intensive care responsibilities become less, 

women may have more time for academic activities leading to achieving higher academic 

rank, and by this time they are older. Third, women also need to be older to reach a higher 

leadership position; but younger men often already have a leadership position. Younger men 

may have already met the prerequisites for a leadership position at an earlier stage; whereas 

women may have not. Leadership selection bias may also operate, in which women are given 

leadership positions on the basis of performance (‘proof’) and men on the basis of potential 
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(‘expectation’), which means women need more time (i.e. get older) to prove they are capable 

(Lyness & Heilman, 2006).  

Fourth, while younger men had leadership positions more often than older men, for 

women the opposite was the case. Older men may have occupied leadership positions in the 

past; thus, they are no longer eligible to run for future leadership. This is true for the higher 

leadership positions, i.e. rector or dean, in which the limit of their appointment is eight years 

(2 terms) (Indonesian Govt., 1999b). The selection of a higher leadership position may 

require younger ages to allow for higher levels of mobility and productivity, so that those 

closer to the retirement period (indicative of being older) may not be nominated. The 

tendency of older women to hold more leadership positions than younger ones indicates that 

being older means an increased ability to meet the leadership requirements. It also means that 

women may have never been appointed for a leadership position at a younger age, making 

them eligible for selection at an older age. Due to more performance-based than expectation-

based valuation for a leadership position, women may need longer to prove themselves as 

capable of being a leader (Lyness & Heilman, 2006). Thus, age matters more for women’s 

academic rank and leadership positions than for men’s.  

Fifth, committee appointment is an important predictor of leadership position. Such 

importance can be connected with the political nature of the leadership election process 

(Davey, 2008; Tiao, 2006). High involvement in committees may help increase the 

candidates’ visibility and make their qualities readily observable, leading to a success in the 

election process.  

Sixth, intra-organizational networking has a positive effect on leadership position. 

Again, because the selection of leaders involves political activity, building a strong internal 

network helps in gaining recognition, popularity, and increased political support from internal 
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members of organizations (Worng et al., 2007), and thus enhancing individuals’ capacity for 

participating in political action (Putnam, 1995). This social capital could lead to winning top 

leadership positions in universities (Tiao, 2006).  

Seventh, intra-organizational networking is more beneficial for men’s leadership 

position than for women’s. It could be that work networks in academia are dominated by men 

(Wenniger & Conroy, 2001), or more men than women are decision makers as the majority 

of leaders are men (White, 2003), or that men have more access to influential individuals and 

powerful association within organizations (Forret & Dougherty, 2004). Alternatively, men 

may use networks more strategically for supporting their career goals, such as gaining 

leadership positions, whereas women may use networks for other purposes than career goals, 

or more men have already met the requirements for higher leadership positions (e.g., higher 

education).  

Eighth, inter-organizational networking is counterproductive for men’s leadership 

position. Intensively building networks outside an organization may reduce men’s popularity 

internally or their intention to apply for a leadership position; thus decreasing the likelihood 

of being appointed as leaders. Alternatively, not having a position or having a lower 

leadership position whose tasks are less demanding, may mean that men tend to or are more 

able to build networks outside their organization.  

Despite indications that there is a gender difference in the achievement of higher 

academic ranks and leadership positions, the gender effect disappears when age is taken into 

account. Age is a more essential predictor of academic rank and leadership positions than 

gender. The tendency of women reaching higher academic ranks and (having) leadership 

position when they are older implies that younger women academics bear heavy dual roles in 

terms of home and work than older ones. This is something that needs to be addressed. The 
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importance of internal networks and committee appointments in winning a leadership 

position suggests that the selection of leadership is network-based in practice (political). 

Finally, the insignificance of inter-organizational networking for women’s leadership and the 

fact that it can even be counterproductive for men’s leadership position suggest that lecturers 

need to focus on internal networks to win a leadership role. 

For the second topic, that is the association of ambition and family support with income 

and career satisfaction, six hypotheses are proposed. The analyses revealed a few important 

findings. First, older lecturers have higher income, largely because they tend to have higher 

academic rank that entails higher salary and impacts on bigger duties and responsibilities, 

which then results in additional income. Second, men earn significantly higher income than 

women, supporting the result of previous studies (Knapp et al., 2010; Monroe et al., 2008; 

Takahashi & Takahashi, 2009). The salary of lecturers in Indonesian state universities is 

based on rank; thus, the income of men and women in the same ranks can be expected to be 

the same. However, the gender wage gap even in regulated salary systems such as this is very 

well established (OECD, 2008).  

Third, female and male lecturers are equally satisfied with their careers, suggesting that 

they perceive their work opportunity and development as having matched their needs and 

expectations, and that satisfied lecturers may participate more often in the study than those 

less satisfied with their careers. Fourth, ambitious lecturers are more satisfied with their 

careers than the less ambitious lecturers (Dikkers et al., 2010a; Dolan et al., 2011; Rasdi et 

al., 2009). In their efforts to achieve career goals, ambitious lecturers may more intensively 

engage in academic activities such as research and publications. Reaching their career goals, 

ambitious lecturers would be more satisfied with their career than the less ambitious. Fifth, 

family emotional support is more important for women’s career satisfaction than for men’s, 
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implying that it strengthens women’s pursuit of their careers and reduces work-family 

conflict; both increase positive perception of their careers. In contrast, due to the likelihood of 

men having a double burden being less, family support is less influential in their positive 

perception of careers.  

Although the lecturers’ income increases along with their age, men’s income is higher 

than that of women, implying that the income gap between men and women remains 

constant. The gender wage discrimination seems to exist in Indonesian academia, and it 

deserves specific attention. The fact that both men and women in Indonesian academia are 

equally satisfied with their careers implies that they are less likely to leave academia. That 

ambitious lecturers are more satisfied with their career suggests that it is important to increase 

the level of ambition among Indonesian academics. Finally, that family emotional support 

affects women’s career satisfaction more than men’s suggests that an increase in family 

support would likely increase women’s career satisfaction. 

The last topic relates to the associations of proactivity and organizational politics with 

work engagement, in which three hypotheses are formulated. The main findings of the 

regression analyses are as follows. First, older lecturers are more engaged in their careers 

than younger lecturers, supporting the findings of earlier studies (see e.g., Mostert & 

Rothmann, 2006; Persson, 2010). Being older, indicative of seniority, would mean more 

work experience, increased expertise, and wider opportunity for being given tasks other than 

teaching. These activities may lead older lecturers to be highly engaged in work. Second, 

both men and women are equally engaged in their careers. This conclusion disputes earlier 

findings that women are less likely to be engaged in work than men (e.g., Burke & El-Kot, 

2010; Koyuncu et al., 2006). Men and women seem to maintain their high work engagement 
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equally in order to gain positive recognition, evaluation and rewards from their organization. 

More respondents with high work engagement may respond to the survey. 

Third, more proactive lecturers have higher work engagement than less proactive 

lecturers, supporting earlier studies (see e.g., Dikkers et al., 2010b). Proactive lecturers may 

set actions through anticipating, planning and striving to have an impact (Grant & Ashford, 

2008) and initiate opportunities and create favorable conditions for individual or team 

effectiveness (Crant, 2000; Greguras & Diefendorff, 2010). Fourth, proactivity is more 

beneficial to men’s work engagement than to women’s, suggesting that men’s proactive 

behaviors are positively responded to and valued, whereas women’s are less welcomed and 

less rewarded. 

 Finally, lecturers who perceive their organization as being highly political have lower 

work engagement, supporting previous studies which suggest that organizational politics 

negatively affects commitment to work (Vigoda, 2000),  job involvement (Ram & Prabhakar, 

2010) and organizational commitment (Cropanzano et al., 1997). Organizational politics may 

result in a sense of disappointment among lecturers and reduce their work engagement over 

time. Gender did not affect this relationship; however, it shows that that men and women 

suffer negative effects of perceived organizational politics on their engagement levels 

equally. 

The fact that older lecturers are more engaged in work via additional tasks received 

implies that the organizations apply a seniority system. The popular belief that women are 

less engaged in work may not be applicable in academia. The minimal influence of proactive 

behavior on women’s work engagement indicates gender bias in an academic work 

environment. Organizational politics negatively affects the work engagement of lecturers, and 
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thus may result in disappointment and wasting important talents that lecturers would 

otherwise offer to their organization. 
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CHAPTER 6  

CONCLUSION 

6.1 Summary of main findings 

The overall purpose of the study is to gain a comprehensive understanding of career 

advancement in Indonesian academia, from a gender perspective. To achieve this purpose we 

conducted three empirical studies using different approaches: preliminary, exploratory, and 

explanatory analyses. From the first empirical study it is concluded that women are less 

successful in their academic careers in terms of achieving higher academic ranks and 

leadership positions than men. The second empirical study indicates that family-related issues 

are barriers commonly faced by women to advance their academic careers.   

The third empirical study involving hypotheses testing found that both men and women 

need to be older to achieve higher academic rank, but only women need to be older to gain a 

leadership position. The fact that men have a higher academic rank than women is primarily 

explained by age rather than gender, and that men have higher leadership positions than 

women is jointly explained by age and gender. Furthermore, to gain leadership positions, 

both men and women academics need to be more frequently involved in committees and to 

focus on building stronger networks inside their organizations.  

It is also found that men and older lecturers earn significantly higher incomes than 

women and younger lecturers. Although, men’s and women’s income increases along with 

their age, men’s income is always higher than women’s. The income gap between men and 

women, therefore, remains constant. Furthermore, while men and women academics are 

equally satisfied with their careers, those who are ambitious are more satisfied with their 

careers than the less ambitious. Family emotional support is more important for women’s 

career satisfaction than for men’s.  
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In addition, while men and women are equally engaged in their careers, those who are 

older tend to be more engaged in their careers than the younger, suggesting that age is a more 

important predictor of career engagement than gender. While proactive lecturers have higher 

levels of work engagement, proactivity is more beneficial to men’s work engagement than to 

women’s. Finally, men and women academics who perceive their organization as being 

highly political have lower levels of work engagement.  

Some of the findings from the third empirical study support or are in opposition or 

complementary to those found in the first and the second empirical studies. First, from the 

preliminary institutional survey (Chapter 3) and the qualitative study (Chapter 4) it is found 

that women in general have lower academic ranks and leadership positions. However, from 

the quantitative study (Chapter 5), apparently, gender does not influence academic rank and 

leadership positions, when age is taken into account. The interaction effect between age and 

gender on academic rank and leadership position shows that age is important for both men’s 

and women’s higher academic rank, but  it is only important for women’s leadership 

positions. Regardless of gender, both men and women tend to achieve a higher academic rank 

when they are older, but only women tend to either hold a leadership position or obtain a 

higher leadership position when they are older.  More men already have a leadership position 

or achieve a higher leadership position when they are younger. Younger men more often hold 

leadership positions or obtain higher leadership positions than older men; but older women 

tend to have a leadership position or achieve a higher leadership position than younger 

women. 

As highlighted in Chapter 3, committee appointment is one of the most important 

requirements for career advancement in Indonesian academia. Indeed, in the survey study 

(Chapter 5), committee appointment is found to be an important predictor of leadership 
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position, implying that to gain leadership positions, men and women academics need to be 

more frequently involved in the committees.  

In the survey study (Chapter 5), intra-organizational networking is found to be more 

essential for men’s leadership position than for women’s. This finding is supported by the 

preliminary study where work networks are dominated by men and the majority of leaders are 

men (see Chapter 3) and by the interviews study in which men did not trust women to assume 

a leadership position (see Chapter 4). Thus, although women may have the same degree of 

intra-organizational networking as men, they would benefit less from intra-organizational 

networking than men in terms of leadership positions. 

6.2 Contributions to theory 

The literature on careers has not paid much attention to gender-based career dynamics 

in diverse cultures, and particularly in developing countries (Kim, 2004). The present 

research attempts to fill the gap in research about career advancement by supplying empirical 

career research for Indonesian academia. In fact, this study represents one of the first to 

investigate comprehensively the nature of gendered careers in academia in Indonesia. This 

study may contribute to several areas of concern regarding gendered careers in academia, 

particularly in Indonesian settings. 

Gender role theory argues that there are sets of norms prescribing values, attitudes, 

behaviors, and activities appropriate for women and men, which are the product of 

socialization experiences (Corrigall & Konrad, 2006). In the current society, these roles are 

so organized that men are more likely than women to assume roles in the paid economy and 

to be primary family providers, whereas women are more likely than men to assume domestic 

roles as homemakers and to be primary caretakers of children (Eagly, 2001; Eagly & Karau, 

2002). Gender roles may affect all kinds of behavior, including choice of work and career 
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advancement of men and women (Hernandez & Morales, 1999; Ismail, 2008). As women are 

traditionally expected to be involved in childcare and housework, they may view their work 

role as less important than their family role when compared to men (Kossek et al., 2012). In 

Indonesia, the perceived ideal family structure is that the female spouse is expected to 

function as care provider while the male spouse as  the breadwinner (Directorate of Islamic 

Courts, 2001; Indonesian Govt., 1974). Furthermore, Indonesian culture, particularly 

traditional Javanese culture, sees women as being subordinate to men, and merely 

companions to and followers of men, there to serve and provide pleasure for men (Arimbi, 

2010; Endraswara, 2003). This role division affects women’s career advancement more 

negatively than men’s in Indonesian academia. Indeed, we found that family-related issues 

are the most commonly experienced barriers to women’s career success in Indonesian 

academia. Our study reflects the persistence of gender role division in Indonesia, and offers 

empirical evidence on its effect on career advancement.  

According to human capital theory, individuals who invest the most in their education, 

training and experience are those who obtain the most effective career outcome (Wayne et al., 

1999). Research shows that education has a significant effect on objective career success, 

such as income, managerial level and occupational status (Melamed, 1996; Tharenou et al., 

1994), and academic advancement (Bayer & Astin, 1975) and subjective career success, e.g., 

job satisfaction (Fiorillo & Nappo, 2011; Melamed, 1996). Similarly, work experience 

(Lyness & Thompson, 2000), publication (McGrail et al., 2006), and research (Mohr & 

Burgess, 2011) are positively related to career success. In this study, human capital such as 

thesis supervision, committee appointment, and publications did not predict academic rank, 

but committee appointment did predict leadership position. We extended our analyses on the 

interaction effect of gender and human capital on career outcomes, yet we did not find any 

such effect. Although, human capital did not predict academic rank, academic promotion in 
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Indonesian academia does require academic staff to accumulate credit points from teaching, 

research, community service, community development, and publications (Indonesian Govt., 

2009a) to be promoted to a higher academic rank. Thus, human capital remains an important 

aspect of academic careers. Even so, contextual elements need to be taken into account in 

order to understand the dynamic of academic careers, particularly in Indonesian settings.  

Furthermore, the importance of committee appointment in the leadership position may 

be connected with political nature of leadership selection in Indonesian academia (Davey, 

2008; Tiao, 2006). High level involvement in committees can increase the candidates’ 

visibility and make their qualities readily observable, leading to success in an election 

process. Although committee appointment represents a property of human capital, it appears 

that it also holds a sense of social capital with regards to leadership position.  This offers a 

new interpretation of the construct of committee appointment as a predictor of career success 

in academia. 

Career theory suggests that social capital such as networking is important for career 

success such as achieving higher positions (see e.g., Langford, 2000; Turner, 2002; Wolff & 

Moser, 2009). In this study, networking, particularly intra-organizational networking is 

important for achieving a leadership position in Indonesian academia. To achieve a high level 

leadership position, lecturers need to focus on building stronger networks inside their 

organizations. Building a strong internal network helps in gaining recognition, popularity, 

and increased political support from internal members of organizations (Worng et al., 2007), 

thus enhancing individuals’ capacity for participating in political action (Putnam, 1995), and 

leading to winning top leadership positions in universities (Tiao, 2006).  

However, our study shows that building internal networks is more beneficial for men’s 

leadership position than for women’s; perhaps due to the domination of men in the academic 
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work network (Wenniger & Conroy, 2001) and in the decision-making group (White, 2003). 

The preliminary study (Chapter 3) and the qualitative study (Chapter 4) show that women in 

Indonesian academia are less represented in the work network and because of this women 

gain less support from networks in regard to pursuing leadership positions. Alternatively, 

women may use networks differently from men; for example, women use networks for 

purposes other than their career goals, while men do so for supporting their career trajectory. 

While the importance of networking in career success remains valid, to better understand, 

predict and improve career outcomes it is crucial to take context into account. 

Apparently, the strongly regulated career system in Indonesian academia allows less 

room for patterns of accumulative advantage and sponsored mobility (see Miller et al., 2005). 

Career advancement in Indonesian academia is not dependent on, e.g., mentoring, the 

institutional background, and the existing reward system, but is more dependent on the ability 

of individuals to accumulate credit points for academic rank and to gain network support for 

leadership positions. Thus we can argue that career advancement in Indonesia to some extent 

reflects contest upward mobility system (see Cable & Murray, 1999) whereby individuals, 

men and women, have to compete to be rewarded by the system such as promotion to a 

higher academic rank and holding a leadership position. Thus, gender translates less in the 

context of academic promotion in Indonesian academia.  

As objective career success is defined in terms of the accumulation of salary and 

promotions over time (Kern et al., 2009) a generally positive relationship between age and 

career success is to be expected. Indeed, a meta-analysis of career success finds higher salary 

attainment for older, married, male employees compared to younger, single, and female 

employees (Ng et al., 2005). We attempted to analyze gender and age and (further) the 

interaction effect of gender and age on academic rank and leadership positions. The findings 
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show that although there is a gender difference in academic career success, both men and 

women need to be older to become successful in their academic careers. In Indonesian 

academic settings, rank advancement is a gradual step in which lecturers are allowed to 

advance to a higher rank at least two years after their initial ranks. Thus, factually, when 

lecturers achieve a higher rank they have become older. For leadership positions, while 

women need to be older to reach a higher leadership position, more men already have a 

leadership position when they are younger. Perhaps, women lagging behind men in their 

career advancement in Indonesian academia reflects their relatively later arrival in the labor 

force compared to the US (1940s-50s) and Europe (1960s-70s), therefore they may still face a 

pipeline issue more strongly than women in the West (National Academy of Sciences, 2007). 

Yet, intergeneration inequality does exist in which younger men progress differently for 

different reasons than older men. It seems that the contest upward mobility system (see Cable 

& Murray, 1999) is strongly reflected in leadership positions especially for men.   

Support from family members has been reported to be an important factor for career 

success (Aryee et al., 1999) both objectively (see e.g., Ezzedeen & Ritchey, 2008; Windsor & 

Auyeung, 2006) and subjectively (see e.g., Komarraju, 2006; Patel et al., 2008). This study 

found that that family emotional support was positively associated with career satisfaction, 

and it was more important for women’s career satisfaction than for men’s. Perhaps, this is 

connected with the fact that women academics in Indonesia have more home responsibility 

(see Chapter 4 and 5). With family emotional support women feel strengthened in pursuing 

their careers and in not having to make a trade-off between work and family, thus they 

experience a more positive perception of their career. By contrast, because men are less likely 

to have a double burden, they may need less family emotional support to have a positive 

perception of their careers. Maintaining career satisfaction in academic settings is important 

to reduce intention to leave academia. While research has paid little attention to subjective 
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career success in academic settings (Baş & Ardıç, 2002), this study adds to our understanding 

of factors contributing to subjective career success, e.g., career satisfaction in academia.   

Ambition is one of the important predictors of career outcomes (Gaskill, 1991; Judge & 

Kammeyer-Mueller, 2012). Yet, Judge and Kammeyer-Mueller (2012) noticed that only a 

few have studied ambition in relation to career success, but they argue that it is reasonable to 

study ambition in the context of career success. Some of the notable career scholars studying 

ambition are Jansen and Vinkenburg (2006) who use ambition as a predictor of management 

career success, Dikkers, Van Engen, and Vinkenburg (2010a) who use ambition in 

combination with gender to predict career success of parents, and lately Judge and 

Kammeyer-Mueller (2012) who rigorously study antecedent and consequence of ambition. 

There is a paucity of research linking ambition and career success in academia. Our study has 

attempted to analyze ambition and gender in relation to career success, but it went further to 

examine the interaction effect of ambition and gender on career success e.g., income. Our 

study reveals that although men earn significantly higher salaries than women, ambitious men 

and women did not differ in their income. Perhaps, this is related to the salary scheme in 

Indonesian academia in which the amount of salary is mainly based on the levels Public Civil 

Servant (PCS) rank and academic rank. Thus, whether or not both men and women are 

ambitious does not affect their income. However, having ambition is or should be a 

significant requirement for a successful university career (Baker, 2008). 

Modern organizations need energetic and dedicated employees: people who are 

engaged with their work, including in academia. Work engagement is defined as a positive 

work-related state of mind characterized by feelings of vigor, dedication, and absorption 

(Schaufeli et al., 2002). Engaged employees are fully involved in, and enthusiastic about their 

work. This study has attempted to investigate the likely antecedents of work engagement 
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among men and women in Indonesian academia. Multiple factors were used to test 

hypotheses related to work engagement, including gender, age, proactivity, and 

organizational politics. Some of the findings are consistent with previous studies, that is age 

(Mostert & Rothmann, 2006; Persson, 2010), proactivity (Dikkers et al., 2010b), and 

organizational politics (Cropanzano et al., 1997; Ram & Prabhakar, 2010; Vigoda, 2000). We 

went further to analyze the interaction effects of gender and age, gender and proactivity, and 

gender and organizational politics on work engagement. While proactivity is an important 

predictor of work engagement, it is more influential on men’s work engagement than 

women’s in our sample. This reflects the existence of organizational bias in which women’s 

proactive behaviors are not accepted because the majority of leaders/managers are men, 

resulting in women being perceived as violating normative standards for behavior (Heilman, 

2012). This, in turn, makes proactive behavior of women less rewarding in terms of 

engagement than that of men. Furthermore, despite the fact that men and women are equally 

engaged in their academic work, they suffer negative effects of organizational politics on 

their engagement levels equally. There is a dearth of research on work engagement in 

academia both as antecedent or consequence of careers. This study contributes to our 

understanding of factors contributing to work engagement among women and men in 

Indonesian academia.  

This study has partly provided a more illuminating explanation about why women are 

less successful in their academic careers compared to men, and supplied important empirical 

evidence on factors contributing to both objective and subjective career outcomes in 

academia. Furthermore, we have attempted to enrich emic theories of gender (Yeganeh et al., 

2004) and career advancement by contextualizing them to Indonesian academia beyond 

typical North American or Western European thoughts. By contextualization, we unraveled 

some important phenomena that are distinctive to Indonesian contexts. Social capital 
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especially intra-organizational networking is important for obtaining leadership positions in 

Indonesian academia. In addition, some women still experience spousal restriction in relation 

to career advancement. This effort contributes to an understanding of the gendered nature 

of careers in academia, particularly in Indonesian settings. 

6.3 Limitations of the study 

Despite offering illuminating findings with regards to the career success of men and 

women in Indonesian academia, there are limitations to this study. The findings of the 

institutional survey were drawn from a limited number of universities; thus, they may not be 

generalized across all the universities, but may be best understood as indicative of the status 

of women in Indonesian academia. Furthermore, the study has not sufficiently traced the 

promotion rate of men and women in administrative and academic ranks because the analyses 

were focused on the growth of women’s representation over time; thus, this opens up the 

opportunity for future research. 

The exploratory study was focused on factors that contribute to and hinder career 

success; thus, it has not provided an explanation on the strategies that men and women used 

for achieving a degree of success or for coping with challenges in their career advancement. 

Neither has it uncovered resources used by men and women to achieve their career outcomes. 

In this regard, the study leaves questions as to what kind of strategies and resources may be 

used to achieve career outcomes effectively, and whether the contributing and hindering 

factors of career advancement are the same if the sample of study is only those who have 

managed to get to the top. As an Indonesian academic, the researcher’s personal view may 

pose personal bias in the data interpretation. 

Regarding networking, the study has not sufficiently addressed the effect of network 

type, composition, and the role lecturers have in the networks because it was focused only on 
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the degree of lecturers’ involvement in various networks. Thus, their relationships with 

academic career success remain unknown.  

Considering the contextual side of careers in academic settings, the findings of this 

study should be interpreted with caution when applied to other employment sectors in 

Indonesia. The sample did not allow us to analyze the relationship between career success 

and its determinants within a larger spectrum. Overall, the sample in this study was cross-

sectional, thus we cannot give any causal explanation. 

6.4 Contributions to practice 

The findings of this study suggest several practical and policy-related implications. 

Women in Indonesian academia are less successful in their careers. To reduce the gender gap 

in academia, the government and individual universities should strengthen law enforcement 

of gender discrimination and reinforce the implementation of equal opportunities. Human 

resource departments in each university should start tracking careers of a cohort of new 

recruits over time to see if there are disparities in progress.  

Women in this study experienced difficulties in juggling their domestic and 

professional responsibilities. They had high levels of motivation to pursue their careers, but 

often felt it was a tremendous challenge to fulfill their dual roles and responsibilities. The 

heavy workloads of being a faculty member, coupled with the responsibilities of caring for 

spouse and children, reduced women’s energy for career advancement and discouraged them 

from stepping up and striving for higher leadership positions. To reduce the difficulty in 

combining home responsibilities and work duties all universities could introduce and provide 

family care centers on campus, and provide special incentives for women who have 

difficulties in work-family balancing. At the same time, society in general should attempt to 

continually advocate equal rights and roles in family life. Furthermore, a more balanced 
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division of home responsibilities between husband and wife may reduce tensions in respect of 

women’s dual roles (work and family) and would provide more time for women to 

concentrate on academic work and help increase their aspirations to pursue leadership roles. 

Women in this study felt a lack of confidence in the political game and in leadership. 

Universities may introduce well-structured training on leadership for women and increase 

inclusion of women in lower leadership positions as on-the-job training for future higher 

leadership. In addition, increasing the representation of women in academic employment, in 

the higher positions, and in the selection committees may increase support for women 

candidates for leadership positions. At the same time, women need to be more aware of the 

political nature of leadership selection and then make the necessary preparation for achieving 

future leadership. They may use the existing women’s organizations within universities more 

effectively to increase their confidence levels in leadership positions.  

Because networking is important for career success, women may need to increase their 

efforts in developing internal and external networks and use them more strategically for their 

career trajectories. The universities need to facilitate women’s networking both 

institutionally, such as centers for women studies, and temporally, such as conferences and 

seminars which are aimed at strengthening women’s networking. The universities need to 

increase the numbers of women being appointed to committees in order to help them broaden 

their networks, which would be supportive of future leadership candidacy.  

6.5 Suggestions for further research 

Women are less successful in their academic careers both objectively and subjectively. 

Literature has identified a number of reasons, including gender role and stereotypes (Eagly & 

Carli, 2007; Eagly & Karau, 2002; Kark & Eagly, 2010; Valian, 1998); women’s lack of self-

confidence (Lam, 2006; Luke, 1997); women’s greater home responsibility (Cohen et al., 
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2007a; Huang & Sverke, 2007), and masculine organizational culture (Crampton & Mishra, 

1999; Ismail, 2008; Tlaiss & Kauser, 2010; Wenniger & Conroy, 2001). The current study 

suggests that, generally, factors hampering women’s career success are similar to those 

identified in earlier research. Our study revealed that a combination of factors contributes to 

women being less successful compared to men; including lack of confidence, the combining 

of work-family responsibility, and organizational bias. This study, however, highlights 

important factors that are distinctive to Indonesian contexts. The minority status hampers 

women’s leadership aspirations and results in defeat. In Indonesian academia, to achieve a 

(higher) leadership position network support is crucial for winning candidates because the 

leadership selection process is a political rather than a merit based system. In addition, 

spousal restriction and being perceived as a secondary income generator are two barriers to 

women’s career success. Men in Indonesia have more privileges in married life and society in 

general, including being the head of the family and having an obligation to provide for the 

family. This status often results in the exercise of control over the wife in terms of her role in 

the public domain, i.e. over her career. 

Further research may be directed towards exploring the strategies and resources used 

for achieving career outcomes and for overcoming challenges in career advancement. 

Research focusing on exploring the experiences of women who have successfully managed to 

achieve the highest positions may be done in the future. Challenges facing these women 

might be different, and thus would provide enriching insights into career success in academia.  

Family responsibility appears to be central to women’s career advancement in 

Indonesian academia. Many of the women participants in the interview study as presented in 

Chapter 4 indicate that their career advancement was hampered by the fact that they have 

more family responsibilities than their male counterparts. Due to having more family 
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responsibility, women more often than men face a conflict between work and family demands 

which then results in less time and energy for academic work. This suggests that clearly 

family responsibility has a direct effect on the accumulation of credit points from e.g., thesis 

supervision, committee appointment, and publications (properties of human capital) 

necessary for academic career advancement. However, for the analyses of the associations of 

human capital and social capital with career attainment, we decided not to include family 

responsibly because in this sample the large majority of respondents have children and 

because women respondents have more home responsibilities than men (see Chapter 5). We 

concluded that including these variables in the analyses next to gender and age would not 

explain additional variance and would reduce statistical power unnecessarily. The nature of 

relationships between family responsibility and human capital may offer a possible area for 

further research. 

With regard to subjective career success, i.e. career satisfaction and work engagement 

earlier research indicates that men are more likely to experience higher satisfaction with their 

work (COACHE, 2010; Okpara et al., 2005) and be highly engaged in work (Burke & El-

Kot, 2010; Koyuncu et al., 2006). This seems not to be the case in Indonesian academia, in 

which both men and women are equally satisfied with and engaged in their careers. Further 

research using a larger sample is needed to gain a stronger conclusion. 

Career advancement in Indonesian academia, which is highly regulated, does not 

guarantee success parity among men and women, since socio-organizational cultures load 

into the process of advancement or even supersede the intentions of formal policy (Ismail, 

2008). It seems that the national system of promotions in Indonesian academia produces a 

discriminatory effect. It creates a myth of equal opportunity and meritocracy, but seems not 

to fully deliver this promise. Is this a matter of who is nominated for promotion, or of the 
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method of performance measurement, or of the inconsistent implementation of the system? 

No single answer would satisfy this question; instead, a combination of factors contributes to 

this reality. Further research should be done on this to gain a firmer answer.  

Despite the fact that ambition is important for career success (Dikkers et al., 2010a; 

Judge & Kammeyer-Mueller, 2012), it is often ignored in the research on gender and careers. 

We found that in the survey study (Chapter 5) men and women academics are equally 

ambitious, but in the interview study (Chapter 4) women academics admit that they have less 

ambition to strive for a leadership position. Is it because women find it uncomfortable to 

express their ambition in the interviews, whereas men are more comfortable to show their 

being ambitious than women? Is there something else that makes women less ambitious and 

men more ambitious? Certainly, there is no clear cut answer to this concern. Therefore, it 

may be worthwhile to continue studying ambition either as a predictor of career success or as 

an outcome of careers, especially in academia. 

Women academics in Indonesia do have more domestic duties than men. But, it seems 

that they can leave some portions of their home responsibilities to their domestic servants or 

to a close relative such as their parents. It is common in Indonesian family to have domestic 

servants as they are available and affordable. It is also common that when women academics 

have young babies their mothers or their extended family offer help in caring for their child 

and taking responsibility for the home. Further research may be conducted on the effects of 

domestic servants and extended family on academic career success of men and women. 

The overall findings of the present thesis offer a better understanding of women’s status 

in academic careers and the factors that hinder and contribute to career success in academia. 

Socio-cultural and religious beliefs silently influence modern Indonesian women in 

embracing both their traditionally prescribed roles and their participation in the public sphere. 
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Normative beliefs do affect ‘choices’ and outcomes in the work-family interface (Van Engen, 

Vinkenburg, & Dikkers, 2012). In order to promote gender diversity in higher level positions 

in academia these normative beliefs should be uncovered and challenged. Change is possible 

since there is an indication that those combining an academic career with care responsibilities 

are quite successful in both domains. This change could even be more effective with better 

facilitation by organizations of the growth and the development of all concerned parties. 
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Appendix 3.1 

Mechanism of the Evaluation of Academic Staff Promotions (adopted from DGHE MoEC, 

2009) 

___________________________________________________________________________ 

The evaluation process of academic promotion for Expert Assistant and Lecturers is carried 
out at the university level, while decisions about the positions of Head Lecturer and 
Professorare made at the Ministry level. The following four principles are embraced in 
assessing the credit numbers of academic staff: Fairness: each proposal is treated equally and 
judged with the same assessment criteria. Objectivity: the evaluation is conducted on the 
proposed evidence, accountable and based on clear assessment criteria. Accountability: the 
assessment results can be explained and justified in terms of their considerations and reasons. 
Transparent and educational: the assessment process can be monitored and communicated, 
and by upholding the principles of mutual learning in the process, so that the process 
becomes more effective and more efficient and that the results becomemore accurate and 
better. 

 
a. Evaluation Mechanism for Expert Assistant and Lecturer 

 
 

Figure 1. Flow chart of the evaluation of credit numbers for Expert Assistant and Lecturer 
 

Explanation of the flow chart 

a. Lecturers submit documentary proof of credit numbers for calculation along with their 
recapitulation to Department official (1). 
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b. Department official calculates credit numbers, verifies administrative requirements, 
returns the documents to the lecturers if not sufficient (2), and recommends the eligibility 
to Faculty official if sufficient (3) 

c. Faculty official re-verifies administrative requirements and credit numbers calculation, 
returns the documents to Department official if not sufficient (4), proposes to Faculty 
evaluator panel for evaluation if sufficient (5), and then forwards the result to University 
official (7). 

d. Faculty evaluator panel evaluates and scores credit numbers, and returns the result to 
Faculty official (6). 

e. University official re-verifies administrative requirements and credit numbers calculation, 
returns the documents to Faculty official if not sufficient (8), proposes to the University 
evaluator panel for evaluation if sufficient (9), and then proposes a promotion decree to 
State Personnel Agency official (11). 

f. University evaluator panel evaluates and scores credit numbers, and returns the result to 
University official (10). 

g. State Personnel Agency processes and issues a promotion decree, and delivers it to 
University official (12). 

 
b. Evaluation mechanism for Head Lecturer and Professor 

 

 

Figure 2. Flow chart of the evaluation of credit numbers for Head Lecturer and Professor 
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Explanation of the flow chart 
 
a. Lecturers submit documentary proof of credit numbers for calculation along with their 

recapitulation to Department official (1). 
b. Department official department calculates credit numbers, verifies administrative 

requirements, returns the documents to the lecturers if not sufficient (2), asks for opinion 
about the proposed lecturers from Department opinion panel (3), and then  recommends 
the lecturers eligibility to Faculty official if sufficient (5). 

c. Department opinion panel gives information about the integrity and performance as well 
as area of expertise of the proposing lecturers to Department official (4). 

d. Faculty official re-verifies administrative requirements and credit numbers calculation, 
returns the documents to Department official if not sufficient (6), submits the results to 
Faculty senate for consideration if sufficient (7), and then forwards the results to the 
University official and to the Faculty senate for consideration (9). 

e. Faculty senate evaluates credit numbers, integrity and performance, and gives 
consideration or agreement for the promotion to Faculty official (8). 

f. University official re-verifies administrative requirements and re-evaluates credit 
numbers, returns the documents to Faculty official if not sufficient (10), submits credit 
numbers evaluation to University senate for feedback (11). For universities under MoEC, 
University official proposes the promotion to the MoEC Directorate of Higher Education 
(13), while for universities under the MoRA documents are submitted to the MoRA 
Directorate of Higher Education for further processing (13a). 

g. University senate evaluates credit numbers gains and gives a consideration of (Head 
Lecturer) or an agreement to (Professor) promotion to University official (12). 

h. The MoRA Directorate of Higher Education evaluates the proposal of the promotion 
(credit numbers and administrative requirements), returns the documents to University 
official if not eligible (14a), and submits the results to MoEC Directorate of Higher 
Education official for further evaluation if eligible (15a). 

i. The official of MoEC Directorate of Higher Education evaluates the proposal of the 
promotion (credit numbers and administrative requirements), returns the documents to 
University official (14) and to MoRA Directorate of Higher Education if not eligible 
(16a), and proposes to State Personnel Agency official for processing and issuing of the 
promotion decree if eligible (15 or 17). 

j. State Personnel Agency official processes, issues, and delivers the promotion decree to 
MoEC Directorate of Higher Education (16) and to MoRA Directorate of Higher 
Education (18). 
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Appendix 3.2 

The University Senate and the Faculty Senate (adopted from Indonesian Government 

Regulation on Higher Education, 1999) 

Article 41 (University Senate) 

1. University senate is the normative and the highest representative body in the university. 
2. University senate has the following basic tasks: 

a. Formulate academic policy and university development. 
b. Formulate policy on the evaluation of academic performance, proficiency, and the 

manner of academic community. 
c. Formulate norms and standards of university management. 
d. Provides consideration and agreement on budget plans that are proposed by 

university leaders. 
e. Assess the accountability of university leaders on the implementation of policy, 
f. Formulate the rules for the implementation of academic freedom, academic speech 

freedom, and knowledge autonomy for university. 
g. Give opinion to the university stakeholders regarding candidates put forward to be 

promoted as rector and the promotion of lecturers above Lecturer rank. 
h. Uphold norms applicable to academic community. 
i. Sanction the provision of an honorary Doctor for university. 

3. The university senate consists of rectors and vices, available professors, all deans of 
faculties, representative of lecturers from each faculty, and others determined. 

4. The university senate is chaired by rector, accompanied by a secretary selected from 
among the members of the senate.  

5. In performing their tasks, university senate could form commissions with members from 
the members of university senate and, if necessary from other elements. 

6. The procedure of decision-making in the senate meeting is outlined in the statutory 
document of university. 

7. University senate determines the details of university statutory documents into unit tasks, 
and the details of positions in the university organization structure.  

 
Article 49 (Faculty Senate) 

1. Faculty senate is a normative and the highest representative body in the faculty with 
authority to detail the policy and rules of university for the faculty. 

2. Faculty senate has the following basic tasks: 
a. Formulate academic policy in the faculty. 
b. Formulate policy on the evaluation of academic performance, proficiency, and the 

manner of lecturers. 
c. Formulate norms and standards of faculty management. 
d. Assess the accountability of faculty leaders on the implementation of academic policy, 

as in abovementioned a. 
e. Give opinion to the university leaders regarding candidates to be promoted as faculty 

leaders. 
3. Faculty senate consists of Professors in the faculty, dean and vices, heads of department, 

and lecturer’s representation. 
4. Dean, assisted by a secretary selected from among senate members, chairs faculty senate. 
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Appendix 3.3 

 Instruments for University Survey in Bahasa 

Profile of University Staff 
Nama Universitas: ___________________________________________________ 
 
1. Kepangkatan Tenaga Administratif (1999-2009) 
Petunjuk pengisian data: Kolom dibawah L (Laki-laki) dan P (Perempuan) diisi dengan 
JUMLAH keseluruhan tenaga administratif yang berpangkat berikut dalam 11 tahun terakhir. 

Tahun 
III/C III/D IV/a IV/b IV/c IV/d IV/e 

L P L P L P L P L P L P L P 
1999                           
2000                           
2001                           
2002                           
2003                           
2004                           
2005                           
2006                           
2007                           
2008                           
2009                           

 
2. Pejabat Struktural dalam 3 Periode Terakhir 
Petunjuk pengisian data:Kolom dibawah L (Laki-laki) dan P (Perempuan) diisi dengan 
JUMLAH keseluruhan mereka yang memegang jabatan berikut dalam 3 periode terakhir.  

Periode 
Dari Sampai Kepala Sub Bagian Kepala Bagian Kepala Biro 
Tahun Tahun L P L P L P 

I                 
II                 
III                 

 
3. Dosen PNS berdasarkan kepangkatan fungsional (1999-2009) 
Petunjuk pengisian data:Kolom dibawah L (Laki-laki) dan P (Perempuan) diisi dengan 
JUMLAH keseluruhan dosen sesuai dengan kepangkatan mereka, dalam 11 tahun terakhir.  

Tahun 
Asisten Ahli Lektor Lektor Kepala Guru Besar 
L P L P L P L P 

1999                 
2000                 
2001                 
2002                 
2003                 
2004                 
2005                 
2006                 
2007                 
2008                 
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Tahun 
Asisten Ahli Lektor Lektor Kepala Guru Besar 
L P L P L P L P 

2009                 
 
4.  Pejabat Tinggi pada 3 periode terakhir 
A. Rektor dan Pembantu/Wakil Rektor  
Petunjuk pengisian data:Bubuhkan tanda silang (X) pada kolom dibawah L (Laki-Laki) dan P 
(Perempuan) sesuai data yang ada, dalam 3 periode terakhir.  

Periode 
Dari Sampai Rektor PR 1 PR 2 PR 3 PR 4 
Tahun Tahun L P L P L P L P L P 

I                         
II                         
III                         

 
B. Direktur Pascasarjana 

Periode 
Dari Sampai Direktur As.Dir. 1 As.Dir. 2 As.Dir. 3 
Tahun Tahun L P L P L P L P 

I                     
II                     
III                     

 
C. Dekan dan Pembantu/Wakil Dekan 
Petunjuk pengisian data:Kolom dibawah L (Laki-laki) dan P (Perempuan) diisi dengan 
JUMLAH keseluruhan mereka yang memegang jabatan berikut dalam 3 periode terakhir.  

Periode 
Dari Sampai Dekan PD 1 PD 2 PD 3 
Tahun Tahun L P L P L P L P 

I                     
II                     
III                     

5. Pejabat lain dalam 3 periode terakhir 
 
Petunjuk pengisian data:Kolom dibawah L (Laki-laki) dan P (Perempuan) diisi dengan 
JUMLAH keseluruhan mereka yang memegang jabatan berikut dalam 3 periode terakhir.  
A. Ketua Jurusan dan Wakil/Sekretatis Jurusan 

Periode 
Dari Sampai Ketua Jurusan Wakil/Sekretatis Jurusan 
Tahun Tahun L P L P 

I             
II             
III             

 
B. Kepala pusat dan Wakil/Sekretaris, dibawah rektorat (seperti, Perpustakaan, Lembaga 

Penelitian, PSW, dan lain-lain). 

Periode 
Dari Sampai Kepala Wakil/Sekretaris 
Tahun Tahun L P L P 

I             
II             
III             
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6. Tentang Pengangkatan Dosen, Pegawai Baru, dan Pensiunnya 
A. Bagaimana Anda memprosentasekan rata-rata PENGANGKATAN DOSEN dan 

PEGAWAI  BARU dalam 5 tahun terakhir?  
Dosen  Pegawai 
Laki-Laki (%) Perempuan (%)  Laki-Laki (%) Perempuan (%) 
[   ] 100  
[   ] 90   
[   ] 80  
[   ] 70  
[   ] 60 
[   ] 50 
[   ] 40 
[   ] 30 
[   ] 20 
[   ] 10 

0  
10 
20  
30  
40  
50  
60  
70 
80 
90 

 [   ] 100  
[   ] 90   
[   ] 80  
[   ] 70  
[   ] 60 
[   ] 50 
[   ] 40 
[   ] 30 
[   ] 20 
[   ] 10 

0  
10 
20  
30  
40  
50  
60  
70 
80 
90 

 
B. Bagaimana Anda memprosentasekan rata-rata PENSIUN DOSEN dan PEGAWAI dalam 5 

tahun terakhir?  
Dosen  Pegawai 
Laki-Laki (%) Perempuan (%)  Laki-Laki (%) Perempuan (%) 
[   ] 100  
[   ] 90   
[   ] 80  
[   ] 70  
[   ] 60 
[   ] 50 
[   ] 40 
[   ] 30 
[   ] 20 
[   ] 10 
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 [   ] 100  
[   ] 90   
[   ] 80  
[   ] 70  
[   ] 60 
[   ] 50 
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[   ] 30 
[   ] 20 
[   ] 10 
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80 
90 

 
7. Kenaikan Pangkat Dosen dan Pegawai. 
A. Bagaimana Anda menggambarkan rata-rata KENAIKAN PANGKAT DOSEN DAN 

PEGAWAI di kampus Anda? 
DOSEN  PEGAWAI 

Laki-Laki Perempuan  Laki-Laki Perempuan 
[   ] 2 tahun 
[   ] 3 tahun 
[   ] 4 tahun 
[   ] 5 tahun 
[   ] 6 tahun  
[   ] lebih dari 6 tahun 

[   ] 2 tahun 
[   ] 3 tahun 
[   ] 4 tahun 
[   ] 5 tahun 
[   ] 6 tahun  
[   ] lebih dari 6 tahun 

 [   ] 2 tahun 
[   ] 3 tahun 
[   ] 4 tahun 
[   ] 5 tahun 
[   ] 6 tahun  
[   ] lebih dari 6 
tahun 

[   ] 2 tahun 
[   ] 3 tahun 
[   ] 4 tahun 
[   ] 5 tahun 
[   ] 6 tahun  
[   ] lebih dari 6 
tahun 

 
Mohon kiranya Bapak/Ibu bersedia mengisi pertanyaan-pertanyaan sebagai berikut (HANYA 
PENGISI INSTRUMENT 6 s.d 8): 
Apakah Anda [    ] Laki-Laki     atau [    ] Perempuan 
Apakah jabatan Anda saat ini: ________________________________________ 
Pada Unit apa Anda bekerja:  _________________________________________ 
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Appendix 3.4 

Rank of Administrative Staff by Gender and Institutions 

Year Group III/c  III/d  IV/a IV/b IV/c IV/d Total 
Men Women Men Women Men Women Men Women Men Women Men Women Men % Women % 

1999 MoEC 52 44 47 31 21 13 11 5 2 1 2 1 135 58.7 95 41.3 
MoRA 35 14 43 13 23 1 - - 2 1 - - 103 78.0 29 22.0 

2000 MoEC 53 46 50 31 22 12 14 8 2 3 2 1 143 58.6 101 41.4 
MoRA 47 19 33 14 27 2 - - 3 - - - 110 75.9 35 24.1 

2001 MoEC 49 48 56 52 24 13 16 8 - 2 3 - 148 54.6 123 45.4 
MoRA 51 25 36 15 33 1 1 - - - - - 121 74.7 41 25.3 

2002 MoEC 52 51 62 65 17 9 24 14 1 4 4 1 160 52.6 144 47.4 
MoRA 51 25 41 18 40 3 1 - 1 - - - 134 74.4 46 25.6 

2003 MoEC 57 58 63 67 17 10 21 14 1 3 2 1 161 51.3 153 48.7 
MoRA 50 30 46 19 34 4 1 - 1 - - - 132 71.4 53 28.6 

2004 MoEC 52 63 63 64 18 11 23 13 2 3 2 1 160 50.8 155 49.2 
MoRA 52 26 42 22 33 3 2 - 1 - - - 130 71.8 51 28.2 

2005 MoEC 65 63 66 75 21 15 24 15 2 3 2 1 180 51.1 172 48.9 
MoRA 44 30 42 26 32 12 3 - - - - - 121 64.0 68 36.0 

2006 MoEC 131 76 132 120 34 19 38 16 4 1 2 1 341 59.4 233 40.6 
MoRA 54 40 49 34 33 16 6 1 4 - - - 146 61.6 91 38.4 

2007 MoEC 153 82 127 116 38 24 37 14 6 5 2 1 363 60.0 242 40.0 
MoRA 44 30 42 26 32 12 3 - - - - - 121 64.0 68 36.0 

2008 MoEC 158 88 136 110 46 26 37 10 6 6 2 1 385 61.5 241 38.5 
MoRA 63 53 57 37 38 16 8 3 4 - - - 170 60.9 109 39.1 

2009 MoEC 152 83 160 119 40 25 38 13 6 6 3 1 399 61.8 247 38.2 
MoRA 63 46 59 43 32 12 10 7 4 - - - 168 60.9 108 39.1 

AAGR  MoEC 14.4 6.8 15.6 16.8 8.9 8.5 15.1 13.9 15.0 59.5 8.3 -10.0 13.6 - 10.5 - 
MoRA 7.7 16.1 4.5 14.0 4.3 57.5 39.2 3.3 -25.0 -10.0 - - 6.0 - 16.3 - 

Note. Total administrative staff in 10 universities in 2009 was 922 (women = 38.5%); the MoEC: 646 (women = 38.2%) and the MoRA: 276 (women = 
39.1%). The MoRA started to have men IV/b in 2001 and women IV/b in 2006. AAGR = Average Annual Growth Rate. 
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Appendix 3.5 

Profile of Managers by Gender and Institutions 

Group Period 

Head 
Sub-Unit 

Head-Unit 
Head 

Bureau 
Total 

M W M W M W M % W % 

MoRA 

I 70 53 35 11 4 2 109 62.3 66 37.7 

II 64 61 33 16 5 1 102 56.7 78 43.3 

III 85 70 41 18 7 2 133 59.6 90 40.4 

Average growth  rate 8.1 9.9 6.2 19.3 21.7 16.7 12.1 - 8.0 - 

MoEC 

I 119 101 44 23 7 4 170 57.0 128 43.0 

II 108 107 45 23 6 4 159 54.3 134 45.7 

III 153 134 62 26 9 5 224 57.6 165 42.4 

Average growth rate 10.8 10.4 13.4 4.3 11.9 8.3 9.6 - 11.5 - 

Total 
MoRA& 
MoEC 

I 189 154 79 34 11 6 279 59.0 194 41.0 

II 172 168 78 39 11 5 261 55.2 212 44.8 

III 238 204 103 44 16 7 357 58.3 255 41.7 

Average growth rate 9.8 10.2 10.3 9.2 15.2 7.8 10.5 - 10.1 - 

Note. Total managerial positions in period III: 612 (women = 41.7%), the MoRA: 223 
(women = 40.4%), and the MoEC: 389 (women = 42.4%). Period = the term of 
appointment, usually 4 years, since the data was collected in 2010 period III means from 
2006 to 2010. M = Men, W = Women. 
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Appendix 3.6 

Academic Rank of Men and Women by Institutions 

Year Group 
Expert Assistant Lecturer Head Lecturer Professor Total 
Men Women Men Women Men Women Men Women Men % Women % 

1999 
MoEC 554 362 995 438 505 136 87 7 2141 69.4 943 30.6 
MoRA 279 88 184 56 237 32 10 - 710 80.1 176 19.9 

2000 
MoEC 477 323 955 456 517 149 86 8 2035 68.5 936 31.5 
MoRA 256 98 268 92 263 65 12 - 799 75.8 255 24.2 

2001 
MoEC 467 345 853 437 611 186 85 8 2016 67.4 976 32.6 
MoRA 293 99 263 78 303 54 15 2 874 79.0 233 21.0 

2002 
MoEC 625 382 1093 533 788 225 102 9 2608 69.4 1149 30.6 
MoRA 255 92 281 81 292 47 19 1 847 79.3 221 20.7 

2003 
MoEC 615 361 1095 532 807 250 102 9 2619 69.5 1152 30.5 
MoRA 244 92 328 100 292 66 29 2 893 77.5 260 22.5 

2004 
MoEC 573 320 967 477 948 331 100 12 2588 69.4 1140 30.6 
MoRA 210 84 383 106 306 60 38 2 937 78.8 252 21.2 

2005 
MoEC 499 307 997 479 969 339 106 16 2571 69.3 1141 30.7 
MoRA 193 98 350 117 391 70 47 5 981 77.2 290 22.8 

2006 
MoEC 622 444 1142 612 1196 490 133 20 3093 66.4 1566 33.6 
MoRA 231 118 390 141 401 78 62 7 1084 75.9 344 24.1 

2007 
MoEC 626 506 1173 642 1253 530 156 27 3208 65.3 1705 34.7 
MoRA 243 116 438 143 411 61 65 8 1157 77.9 328 22.1 

2008 
MoEC 634 520 1132 648 1302 575 170 32 3238 64.6 1775 35.4 
MoRA 225 155 466 165 401 78 65 8 1157 74.0 406 26.0 

2009 
MoEC 609 493 1127 671 1332 590 199 34 3267 64.6 1788 35.4 
MoRA 234 186 429 202 418 135 87 8 1168 68.7 531 31.3 

Average Annual 
Growth Rate 

MoEC 1.9 4.2 1.8 4.9 10.6 16.5 9.1 17.8 4.8 - 7.2 - 
MoRA -1.2 8.6 9.8 15.2 6.2 21.2 25.0 25.4 5.2 - 12.9 - 

Note. The total academic staff in 2009 was 6,754 (women = 34.3%); the MoEC: 5,055 (women = 35.4%) and the MoRA: 1,699 (women = 
31.3%). The MoRA started to have female professors in 2001. 
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Appendix 3.7 

Profiles of Leaders by Gender and Institutions 

Group Period 
Rectors Vice 

Rectors Deans Vice Deans Directors Assistant 
Directors 

Head 
Department 

 

Vice Head 
Department 

Head 
Centers 

Vice 
Head 

Centers 
Total 

M W M W M W M W M W M W M W M W M W M W M W 

MoRA 

I 5 - 17 - 18 - 51 3 3 1 12 1 53 13 52 14 20 2 13 - 244 34 

II  5 - 16 1 18 - 47 8 4 - 13 - 63 17 56 26 20 4 14 3 256 59 

III  5 - 15 1 26 1 70 11 4 - 11 2 92 34 76 45 21 2 18 3 338 99 
Average growth 
rate - - -4.0 - 14.8 - 13.7 68.1 11.1 - -2.4 0.0 21.6 43.6 14.5 52.9 1.7 16.7 12.1 - 12.3 47.1 

MoEC 

I 5 - 18 - 31 4 97 8 4 - 12 1 167 41 142 72 37 11 13 6 526 143 

II  5 - 19 - 32 4 98 10 4 - 12 1 162 43 141 70 51 18 26 10 550 156 

III  5 - 20 - 38 5 109 20 4 - 10 3 171 47 142 82 65 22 23 11 587 190 

Average growth 
rate - - 3.6 - 7.3 - 4.1 41.7 - - -5.6 - 0.9 4.7 - 4.8 21.8 28.6 29.5 25.6 3.8 10.3 

Total 
 MoRA & 
MoEC 

I 10 - 35 - 49 4 148 11 7 1 24 2 220 54 194 86 57 13 26 6 770 177 

II  10 - 35 1 50 4 145 18 8 - 25 1 225 60 197 96 71 22 40 13 806 215 

III  10 - 35 1 64 6 179 31 8 - 21 5 263 81 218 127 86 24 41 14 925 289 

Average growth 
rate - - - - 10.0 - 7.1 45.3 4.8 - -3.9 - 6.4 15.4 4.1 14.6 15.2 26.1 18.8 41.5 6.5 18.6 

Note. Leaders in period III: 1,214 (women = 23.8%), the MoEC: 777 (women = 24.5%), the MoRA: 437 (women = 22.7%). Some rectors had up to three 
vice rectors; two samples had postgraduate studies until period III and a few directors had only two assistants; sample universities had different numbers of 
faculties, departments; some heads of department had more than one vice/secretary; some heads of centre did not have a vice/secretary. Period = the term of 
appointment, usually 4 years; period III means from 2006 to 2010. 



264 
 

 
 

Appendix 3.8 

Appointment, Retirement and Advancement, by Gender and Institutions 

 

MoEC MoRA 

Men Women Men Women 

Appointment (%) 
Staff 67.0 33.0 63.0 37.0 

Lecturers 59.0 41.0 61.0 39.0 

Retirement (%) 
Staff 61.0 39.0 54.0 46.0 

Lecturers 61.0 39.0 56.0 44.0 

Advancement (years) 
Staff 3.6  3.8  4 4 

Lecturers 2.4 3 2.8 3.4 
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Appendix 4.1 

Interview Guides for Lecturers and Leaders in Bahasa and English 

 
A. Data pribadi 

1. Nama 
2. Usia  
3. Kelamin 
4. Pendidikan tertinggi  
5. Pelatihan lain 
6. Pangkat akademik 
7. Jabatan kepemimpinan 
8. Tempat kerja 
9. Lama bekerja 
10. Status pernikahan 
11. Pekerjaan pasangan 
12. Anak 

  
A. Personal information 

1. Name 
2. Age  
3. Gender 
4. Highest education 
5. Other trainings 
6. Current academic 
7. Leadership positions 
8. Place of work 
9. Years of work 
10. Marital status 
11. Spouse’s occupation 
12. Chid(ren) 

B. Pertanyaan untuk dosen 

1. Orang bekerja bertujuan untuk mencapai 
kesuksesan teretentu. Bagaimana pandangan 
Anda tentang sukses di kampus ini? 

2. Silahkan gambarkan bagaimana anda 
sampai kerja di kampus ini? Apa yang 
memotivasi Anda bekerja sebagai Dosen? 
Apakah ada orang-orang tertentu yang 
berpengaruh dalam keputusan Anda 
menjadi Dosen? Apakah ada kejadian-
kejadian tertentu yang berperan 
mengantarkan Anda menjadi Dosen? 

3. Silahkan digambarkan proses pengangkatan 
dosen (test dan interview) khususnya pada 
kasus diri anda. 

4. Silahkan gambarkan bagaimana proses anda 
mendapatkan kenaikan pangkat. 

5. Faktor-faktor apa saja yang berperan dalam 
kenaikan pangkat anda? Apakah ada 
hambatan untuk meraihnya, berikan contoh 
dan bagaimana bisa menghambat? 

6. Apakah anda berkeinginan untuk meraih 
pangkat tertinggi akademik? Mengapa ini 
penting, dan seberapa lama anda rencanakan 
untuk meraihnya? 

7. Sejauhmana kriteria formal dan informal 
mempengaruhi kenaikan pangkat anda? 

8. Silahkan gambarkan tugas dan peran anda 
di kampus, mis., mengajar, meneliti, 
kepanitiaan, memiliki jabatan lain (jika 
punya)? Bagaimana aktifitas dan peran ini 
mempengaruhi kenaikan pangkat anda? 

9. Silahkan gambarkan kegiatan ilmiah seperti 
publikasi, seminar dan semacamnya. 
Bagaimana ini semua mempengaruhi 

 B. Questions for lecturers 

1. People working have intention to reach a 
degree of success, how would you define 
the success in this campus? 

2. How is it that you came to work at this 
institution? What motivates you to 
pursuing a faculty career? Were there 
particular people who were influential in 
shaping your career decision? Were there 
particular occasions play role in leading 
you to be a lecturer? 

3. Could you describe the process of lecturer 
selection (including test and interview) 
especially in the case of your recruitment 
and selection? 

4. Could you tell me how you have 
progressed to a higher academic rank?  

5. What factors are likely to play roles in 
your rank advancement? And what barriers 
you have encountered? List them and in 
what way? 

6. Do you intend to reach highest academic 
rank? Why is it important to achieve 
highest rank? How long do you plan to 
reach it? 

7. To what extent do the formal and informal 
criteria and procedures affect your rank 
advancement? 

8. How would you describe your activities 
and roles in your campus, for example, 
teaching, research, and activities other than 
teaching? How have those affected your 
rank advancement? 

9. How could you describe your scholarly 
activities such as publication, seminar, and 
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kenaikan pangkat anda? 
10. Silahkan gambarkan pemimpin kampus 

sekarang, dalam hal proses seleksi, 
pemahaman tentang gender, dukungan 
terhadap kepemimpinan perempuan dan 
persyaratan untuk pemimpin yang sukses. 

11. Apakah anda merasa kampus ini telah adil 
dalam pemilihan, pengembangan, dan 
pemajuan karir akademik, dari segi gender, 
ras, kelompok, dan semacamnya? 
Gambarkan dan berikan contoh. 

12. Apakah anda merasa siap dan tertarik pada 
jabatan kepemimpinan, mis., dekan atau 
rektor? Apakah anda merasa punya 
kemampuan untuk itu? Dan apakah 
mungkin untuk meraihnya? 

13. Silahkan digambarkan bagaimana pasangan 
anda mendukung karir academic anda? 

14. Silahkan gambarkan pengalaman anda 
memadukan antara urusan pekerjaan dan 
rumah tangga? Bagaimana ini berpengaruh 
satu sama lain? Dan bagaimana ini 
berpengaruh terhadap anda? 

15. Apakah anda merasa kampus anda telah 
memberikan dukungan terhadap urusan 
keluarga-kerja? Dalam hal apa saja dan 
silahkan diberikan contoh. Bagaimana ini 
berpengaruh pada kenaikan pangkat anda?  

 

the like? How have these affect your 
academic rank? 

10. Could you describe the current leadership 
in your campus, in terms of their 
selections, their understanding of gender, 
their support for women leadership and the 
requirement to be successful leaders? 

11. Do you feel that you university has been 
fair in the selection, development, and the 
advancement of academic career, in terms 
of gender, status origin, race, and so on? 
Describe it and provide example. 

12. Are you prepared and interested in 
pursuing campus leadership position, i.e. 
dean or a leader? Do you feel you have 
capacity to a leader position? 

13. Could you describe the way in which your 
spouse (if married) supports your 
academic career? 

14. Could you describe your experiences in 
combining work-family matters? How 
does it affect one another? How does it 
affect you? 

15. Do you see that your campus provide 
supports for work-private interface? Give 
examples and how does this affect your 
rank advancement? 

 

 
C. Pertanyaan untuk pemimpin 
 
1. Orang bekerja menginginkan untuk 

mencapai kesuksesan teretentu. Bagaimana 
pandangan anda tentang sukses di kampus 
ini? 

2. Silahkan gambarkan bagaimana Anda 
sampe menjadi pemimpin di kampus ini? 
Apa yang memotivasi Anda menjadi 
pemimpin? Apakah ada orang-orang 
tertentu yang berpengaruh dalam keputusan 
Anda melamar menjadi pemimpin? Apakah 
ada kejadian-kejadian tertentu yang 
berperan mengantarkan Anda menjadi 
pemimpin? 

3. Silahkan gambarkan proses pemilihan 
pemimpin. Apa saja persyaratan untuk 
menjadi pemimpin. 

4. Sejauh mana kriteria formal dan informal 
serta prosedur berperan dalam proses 
kenaikan pangkat dan seleksi pemimpin. 

5. Silahkan gambarkan proses kenaikan 
pangkat bagi dosen. misalnya dari Lektor ke 
Lektor Kepala. Gambarkan pula 
pengangkatan pemimpin, misalnya dekan. 

 C. Questions for leaders 
 
1. People working have intention to reach a 

degree of success, how would you define 
the success in this campus? 

2. Could you describe how you have come to 
be a leader at this institution? What 
motivates you to be a leader? Were there 
particular people who were influential in 
your decision to apply for a leader 
position? Were there particular occasions 
play role in leading you to become a 
leader? 

3. Could you describe the process of a leader 
selection and election? What are the 
requirements for a leader position? 

4. To what extent do the formal and informal 
criteria and procedures affect the selection 
process of a leader? 

5. Could you describe the process of rank 
advancement of lecturer i.e. from Lector to 
Head Lector? And leadership appointment, 
i.e. a dean? 

6. On the basis of which criteria the rank 
advancement and a leadership position 
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6. Berdasarkan kriteria apa saja kenaikan 
pangkat bagi seorang dosen; dan bagi 
seorang pemimpin. 

7. Sejauhmana calon perempuan dan laki-laki 
selama ini memenuhi kriteria yang 
ditetapkan? Jika calon perempuan kurang 
atau selalu tidak memenuhi kriteria ini, apa 
penyebabnya? 

8. Jika proses seleksi melibatkan orang lain, 
bisakah dijelaskan proses pengambilan 
keputusan dalam komisi ini. 

9. Sejauhmana komposisi komisi (laki-
perempuan) berpengaruh pada hasil 
keputusan? 

10. Bagaimana pandangan anda tentang 
kemajuan karir dosen perempuan di kampus 
anda? 

11. Apakah kebijakan dan prosedur sekarang ini 
telah memberikan peluang yang seimbang 
dalam kepemimpinan untuk laki-laki dan 
perempuan? 

12. Apakah saran anda sehingga akan lebih 
banyak calon perempuan memenuhi kriteria 
dan dapat lebih cepat mencapai karir 
akademik dan kepemimpinan. 

13. Silahkan digambarkan bagaimana pasangan 
anda mendukung posisi anda sebagai 
pemimpin. 

14. Silahkan gambarkan pengalaman anda 
memadukan antara masalah pekerjaan dan 
masalah rumah tangga? Bagaimana ini 
berpengaruh satu sama lain? Dan 
bagaimana ini berpengaruh terhadap anda? 

15. Apakah anda merasa kampus anda telah 
memberikan dukungan terhadap urusan 
keluarga-kerja? Dalam hal apa saja dan 
silahkan diberikan contoh. Apakah ini telah 
membantu staff dalam kenaikan pankat 
mereka, khususnya dan karir mereka 
umumnya. 

16. Menurut anda, apakah kampus telah 
memberikan dukungan cukup bagi 
perempuan untuk memiliki karir 
kepemimpinan? 

17. Apa yang dapat dilakukan kampus untuk 
mendorong perempuan memiliki posisi 
kepemimpinan? 
 

have been made? 
7. To what extent do male and female 

candidates fulfill these criteria? What are 
possible barriers for female candidates in 
meeting these criteria? 

8. If the selection involves other members, 
not yourself, could you tell me the process 
of decision making in the commission? 

9. To what extent the men-women 
composition in affecting the decision? 

10. What is your opinion on the career 
advancement of female academic in your 
campus?  

11. Do you think the current policy and 
procedures are enough to allow equal 
opportunity for leadership positions? 

12. What are your suggestions so that more 
female candidates meet these criteria and 
advance their career in academic and 
leadership? 

13. Could you describe the way in which your 
spouse supports your academic career? 

14. Could you describe your experiences in 
combining work-family matters? How 
does it affect one another? How does it 
affect you? 

15. Do you see that your campus has provided 
supports for work-private interface? In 
what way is it the support, could you 
provide examples? Does this help staff in 
advancing their career? 

16. Do you think your university has provided 
enough support for women to advance 
their leadership career? 

17. What would your university do to 
encourage the advancement of women in 
leadership position? 

 

 

  



268 
 

 
 

Appendix 5.1 

Survey Questionnaires in Bahasa 

Menuju Posisi Puncak: Menguji Faktor Penentu dan Keberhasilan di Perguruan Tinggi 
Indonesia 

 
A. Sosiografi 
  
 1. Gender: Laki-laki   [    ] 1  Perempuan  [    ] 2 
   
 2. Usia Anda: _______tahun 
   
 3. Pendidikan terakhir Anda 

  Pendidikan Negara Negara 
Luar negeri 

Lulus 
tahun 

  1. Undergraduate  Indonesia [   ] 1 Luar negeri   [   ] 2   

2. Graduate Diploma Indonesia [   ] 1   Luar negeri   [   ] 2   
3. Master  Indonesia [   ] 1   Luar negeri   [   ] 2   
4. Dr/PhD  Indonesia [   ] 1  Luar negeri   [   ] 2   

 
 4. Sumber dana pendidikan (Pilih lebih dari 1 jika sesuai) 
  1 [   ] Kampus saya  3 [   ] Departemen Pusat 5 [   ] Dana sendiri 

2 [   ] Universitas dimana saya belajar 4 [   ] Sponsor asing    20 [   ] Lainnya 
   
 5. Status Anda:         1 [   ] Nikah  2 [   ] Singel   
   
 6. Usia anak Anda: 
  1 [   ] Tidak punya anak 

2 [   ] _____ anak usia 0 - 6 tahun  
3 [   ] _____ anak usia 7 - 13 tahun  

4 [   ] ____ anak usia 14 – 20 tahun  
5 [   ] ____ anak usia lebih  20 tahun  

    
 7. Pendidikan pasangan (suami atau istri) Anda. 
  1 [   ] Sampai SMU sederajat   3 [   ] S1   5 [   ] S3 

2 [   ] Diploma     4 [   ] S2  
   
 8. Pekerjaan pasangan Anda 
  1 [   ] PNS di kantor pemerintahan 

2 [   ] TNI/Polri  
3 [   ] Dosen/guru  
4 [   ] Karyawan perusahaan 

5 [   ] Profesional  
6 [   ] Pengusaha/wiraswasta  
7 [   ] Tidak bekerja 
20 [  ] Lainnya:__________________ 

    
 9. Golongan dan jabatan fungsional pasangan Anda 
  Apabila pasangan Anda adalah Dosen PNS, apa pangkatnya sekarang? 
  Golongan:____________________ Fungsional: ____________________ 
 
 10. Dukungan pasangan Anda 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 
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1 = Sangat tidak setuju   
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

5 = Sangat setuju 

  1. Pasangan saya memahami bahwa saya harus memenuhi tugas-
tugas pekerjaan dan keluarga kedua-duanya. 

1 2 3 4 5 

  2. Pasangan saya mengurus dirinya sendiri untuk mengurangi 
tanggungjawab saya terhadap rumah tangga 

1 2 3 4 5 

  3. Apabila pekerjaan saya menuntut, pasangan saya biasanya 
melakukan pekerjaan tambahan untuk rumah tangga dan/atau 
mengurus anak. 

1 2 3 4 5 

  4. Pasangan saya mendukung saya dalam merealisasikan ambisi 
(cita-cita) karir saya. 

1 2 3 4 5 

 
 11. Pendidikan orang tua Anda.  
  1. Ayah 2. Ibu 
  1 [   ] Sampai SMU  4 [   ] S2

  
2 [   ] Diploma   5 [   ] S3 
3 [   ] S1  

1 [   ] Sampai SMU  4 [   ] S2 
2 [   ] Diploma   5 [   ] S3 
3 [   ] S1  

 
 12. Dukungan orang tua (Ini mencakup orang tua yangg masih hidup: orang tua Anda 

atau mertua) 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

 5 = Sangat setuju 

  1. Orang tua saya memahami bahwa saya harus memenuhi tugas-
tugas pekerjaan dan keluarga kedua-duanya. 

1 2 3 4 5 

  2. Orang tua saya mengurus dirinya sendiri untuk mengurangi 
tanggungjawab saya terhadap rumah tangga 

1 2 3 4 5 

  3. Apabila pekerjaan saya menuntut, orang tua saya biasanya 
melakukan pekerjaan tambahan untuk rumah tangga dan/atau 
mengurus anak saya. 

1 2 3 4 5 

  4. Orang tua saya mendukung saya dalam merealisasikan ambisi 
(cita-cita) karir saya. 

1 2 3 4 5 

 
 13. Pekerjaan selain menjadi dosen PNS 

  
1 [   ]  Usaha rumahan   4 [   ] Consultant  
2 [   ]  Penyedia jasa   5 [   ] Tidak bekerja 
3 [   ]  Mengelola perusahaan              20 [   ] Lainnya: _____________________ 

   
 14. Pembagian tanggung jawab rumah tangga 
  Gambarkan bagaimana Anda menggunakan waktu untuk 2 tugas di bawah ini 

dibandingkan dengan pasangan Anda. 
  1. Tugas-tugas mengasuh anak-anak 2. Tugas-tugas mengurus rumah 
  1 [   ]  Jauh lebih sedikit  

2 [   ]  Lebih sedikit  
3 [   ]  Seimbang 
4 [   ]  Lebih banyak      
5 [   ]  Jauh lebih banyak            

1 [   ]  Jauh lebih sedikit  
2 [   ]  Lebih sedikit  
3 [   ]  Seimbang 
4 [   ]  Lebih banyak      
5 [   ]  Jauh lebih banyak            
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 15. Persepsi Anda terhadap pembagian tanggung jawab rumah tangga antara Anda dan 

pasangan Anda. 
  1 [   ]  Sangat tidak adil 3 [   ] Bukan tidak adil atau adil 5 [   ] Sangat 

adil 
2 [   ]  Cukup tidak adil 4 [   ] Cukup adil 

 
B. Personalitas 
 16. Ambisi 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

 5 = Sangat setuju 

  1. Saya ingin mencapai tingkat tertinggi dalam pekerjaan saya  1 2 3 4 5 
  2. Saya memiliki ambisi menggapai posisi lebih tinggi 1 2 3 4 5 
  3. Saya suka tantangan dalam pekerjaan saya 1 2 3 4 5 
  4. Saya adalah orang yang ambisius* 1 2 3 4 5 
  5. Saya benar-benar tertarik untuk mencapai tingkat tertinggi 

dalam pekerjaan  
1 2 3 4 5 

  6. Karir adalah penting untuk aktualisasi dan pengembangan diri 1 2 3 4 5 
  7. Saya berharap bisa menduduki posisi tertinggi 1 2 3 4 5 

  8. Saya telah menetapkan tujuan tinggi dalam karir saya 1 2 3 4 5 
  9.  Karir tidak memiliki perioritas dalam hidup saya* 1 2 3 4 5 
 
 17. Proaktifitas (proaktif) 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

           5 = Sangat setuju 

  1. Saya selalu mencari cara-cara baru untuk memperbaiki 
kehidupan saya  

1 2 3 4 5 

  2. Dimana saja saya berada, saya menjadi gerakan kuat untuk 
perubahan yang konstruktif. 

1 2 3 4 5 

  3. Tidak ada yang lebih menyenangkan daripada melihat ide-ide 
saya menjadi kenyataan. 

1 2 3 4 5 

  4. Jika saya melihat sesuatu yang saya tidak sukai, saya 
memperbaikinya. 

1 2 3 4 5 

  5. Apapun kemungkinannya, jika saya meyakini sesuatu, saya akan 
membuatnya terjadi. 

1 2 3 4 5 

  6. Saya cinta menjadi juara bagi ide-ide saya, meskipun berhadapan 
dengan perlawanan orang lain* 

1 2 3 4 5 

  7. Saya mahir mengenali peluang-peluang* 1 2 3 4 5 
  8. Saya selalu mencari cara-cara yang lebih baik untuk melakukan 

sesuatu. 
1 2 3 4 5 

  9. Jika saya percaya suatu ide, tidak akan ada halangan yang 
mencegah saya membuatnya terjadi* 

1 2 3 4 5 

  10. Saya bisa menangkap sebuah peluang bagus jauh sebelum orang 
lain* 

1 2 3 4 5 
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C. Ciri-ciri organisasi 
 18. Tipe institusi 
  Universitas negeri di bawah Mendiknas    [   ] 1 

Institut negeri di bawah Mendiknas     [   ]  2 
Universitas negeri di bawah Menag (Kementrian Agama)  [   ]  3 
Institut negeri di bawah Menag     [   ]  4   

   
 19. Provinsi Perguruan Tinggi Anda: _________________________________ 
 
D. Praktik organisasional 
 Mentoring 
 Mentor adalah seseorang di dalam organisasi Anda yang lebih berpengalaman yang 

dengannya Anda memiliki hubungan suportif secara formal atau informal.  
   
 20. Kepemilikan mentor: 1 [   ]  Tidak 2 [   ]  Ya, jenis kelamin mentor Anda: ______ 
   
 21. Kepuasan dengan mentor  
  Jika Anda punya atau pernah punya mentor, tunjukkan sejauhmana pernyataan 

di bawah ini benar, menggunakan skala berikut:  
  1 = Tidak sama sekali  

2 = Kecil 
3 = Sedang 
4 = Cukup besar 

  5 = Sangat besar 

  1. Mentor saya secara efektif membantu saya 
mengembangkan diri 

1 2 3 4 5 

  2. Saya puas dengan mentor saya. 1 2 3 4 5 
 
 22. Ragam fungsi mentoring 
  Jika Anda punya atau pernah punya mentor, tunjukkan sejauhmana mentor 

Anda: 
  1. Memberikan atau merekomendasikan Anda untuk 

menyambut tugas-tugas yang mendatangkan peluang belajar 
keterampilan baru. 

1 2 3 4 5 

  2. Memberikan atau merekomendasikan Anda untuk 
menyambut tugas-tugas yang meningkatkan jumlah kontak 
Anda dengan individu-individu yang lebih tinggi 
tingkatanya. 

1 2 3 4 5 

  3. Menunjukkan perasaan menghargai terhadap Anda sebagai 
individu. 

1 2 3 4 5 

  4. Berbagi pengalaman pribadi sebagai perspektif alternatif 
untuk masalah Anda. 

1 2 3 4 5 

  5. Mendiskusikan pertanyaan atau masalah tentang 
kompetensi, komitmen untuk kemajuan, hubungan dengan 
rekan kerja dan supervisor atau konflik kerja/keluarga. 

1 2 3 4 5 

  6. Mendorong Anda mempersiapkan diri untuk kemajuan 1 2 3 4 5 

  7. Berperan sebagai panutan 1 2 3 4 5 

 
 23. Menjadi mentor: 1 [   ]  Tidak  2 [   ]  Ya, kelamin asuhan Anda: ___________ 
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 24. Budaya kerja-rumah 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

5 = Sangat setuju 

  
1. Para pemimpin organisasi ini pada umumnya memperhatikan 

kehidupan pribadi pegawai.* 
1 2 3 4 5 

  
2. Dalam organisasi ini, orang-orang bersimpati pada tanggung 

jawab perawatan (anak-anak) pegawainya 
1 2 3 4 5 

  
3. Dalam organisasi ini dianggap penting bahwa, di luar pekerjaan 

mereka, para pegawai memiliki cukup waktu untuk kehidupan 
pribadinya. 

1 2 3 4 5 

  
4. Organisasi ini mendukung pegawai yang ingin beralih ke 

pekerjaan yang kurang menuntut untuk keperluan pribadi. 
1 2 3 4 5 

  
5. Kolega saya mendukung pegawai yang ingin beralih ke 

pekerjaan yang kurang menuntut untuk keperluann pribadi. 
1 2 3 4 5 

  
6. Kolega saya mendukung pegawai yang (sementara) ingin 

mengurangi jam kerja mereka untuk keperluan pribadi. 
1 2 3 4 5 

  
7. Saya merasa nyaman membahas aspek-aspek kehidupan pribadi 

saya dengan kolega saya. 
1 2 3 4 5 

  
8. Kolega saya membantu saya (menyelesaikan pekerjaan) ketika 

saya (untuk sementara) sibuk dengan tanggung jawab perawatan 
(anak-anak) saya. 

1 2 3 4 5 

  
9. Atasan saya mendukung pegawai yang ingin beralih ke 

pekerjaan yang kurang menuntut untuk keperluan  pribadi.* 
1 2 3 4 5 

  
10. Atasan saya mendukung pegawai yang (sementara) ingin 

mengurangi jam kerja mereka untuk keperluan pribadi.* 
1 2 3 4 5 

  
11. Saya merasa nyaman membahas aspek-aspek kehidupan pribadi 

saya dengan atasan saya. 
1 2 3 4 5 

  
12. Untuk maju (berhasil) dalam organisasi ini, pegawai diharapkan 

untuk bekerja lembur secara teratur.* 
1 2 3 4 5 

  
13. Untuk dianggap serius dalam organisasi ini, pegawai harus 

bekerja berjam-jam dan tersedia sepanjang waktu.* 
1 2 3 4 5 

  
14. Dalam organisasi ini pegawai diharapkan untuk mendahulukan 

pekerjaan daripada kehidupan pribadi mereka jika perlu. 
1 2 3 4 5 

  
15. Pegawai yang (sementara) mengurangi jam kerja untuk alasan 

pribadi dianggap kurang ambisius dalam organsasi ini.  
1 2 3 4 5 

  
16. Menunda sebuah promosi untuk keperluan pribadi, 

membahayakan kemajuan karir seseorang di organisasi ini.  
1 2 3 4 5 

  
17. Pegawai  yang (sementara) mengurangi jam kerja untuk 

keperluan pribadi, lebih kecil kemungkinannya karirnya maju di 
organisasi ini.  

1 2 3 4 5 

  18. Di organisasi ini lebih dapat diterima bagi perempuan untuk 
(sementara) mengurangi jam kerja demi keperluan pribadi, 
daripada bagi laki-laki* 

1 2 3 4 5 

  *Catatan: yang dimaksud pegawai mencakup tenaga administratif dan tenaga 
edukatif. 
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 25. Politik organisasi 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

  5 = Sangat setuju 

  Perilaku politik general      
  1. Orang-orang dalam organisasi ini berusaha untuk membangun 

diri mereka sendiri dengan menghancurkan lainnya.* 
1 2 3 4 5 

  2. Selalu ada kelompok berpengaruh dalam organisasi ini yang tak 
seorang pun pernah menentang.* 

1 2 3 4 5 

  Mengikut supaya maju      
  3. Pegawai didorong untuk berbicara terus terang bahkan ketika 

mereka kritis terhadap ide-ide mapan. 
1 2 3 4 5 

  4. Tidak ada ruang bagi ABS (asal bapak senang) dalam organisasi 
saya; ide-ide yang baik adalah yang diinginkan bahkan ketika itu 
berarti tidak setuju dengan atasan. 

1 2 3 4 5 

  5. Setuju dengan orang lain yang kuat (berkuasa) merupakan 
alternatif terbaik dalam organisasi ini.* 

1 2 3 4 5 

  6. Adalah cara terbaik untuk tidak mengganggu kemapanan dalam 
organisasi ini. 

1 2 3 4 5 

  7. Kadang-kadang lebih mudah diam daripada melawan sistem.  1 2 3 4 5 
  8. Mengatakan pada orang lain apa yang mereka ingin dengar 

kadang-kadang lebih baik daripada mengatakan yang 
sebenarnya. 

1 2 3 4 5 

  9. Adalah lebih aman berfikir apa yang disampaikan pada Anda 
daripada membuat pikiran Anda sendiri. 

1 2 3 4 5 

  Kebijakan upah dan promosi      
  10. Selama saya bekerja di organisasi ini, saya belum pernah melihat 

kebijakan (aturan)  upah dan promosi yang diterapkan secara 
politis.* 

1 2 3 4 5 

  11. Saya tidak ingat kapan seseorang menerima kenaikan gaji atau 
promosi yang tidak konsisten dengan kebijakan (aturan) yang 
ada.* 

1 2 3 4 5 

  12. Tak satu pun kenaikan upah yang saya terima konsisten dengan 
kebijakan (aturan) tentang bagaimana seharusnya kenaikan itu 
ditentukan. 

1 2 3 4 5 

  13. Aturan upah dan promosi tidak ada hubungannya dengan 
bagaimana kenaikan gaji dan promosi ditentukan. 

1 2 3 4 5 

  14. Ketika terkait dengan kenaikan gaji (upah) dan keputusan 
promosi, kebijakan (aturan) tidak relevan. 

1 2 3 4 5 

  15. Sistem promosi di sini tidak dihargai banyak karena penentuan 
promosi sangat politis. 

1 2 3 4 5 

 
 26. Pelancar proses turunnya SK (factor-faktor yang mungkin mempengaruhi 

kelancaran turunnya SK kenaikan pangkat) lebih cepat. 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 
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1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

 5 = Sangat setuju 

  Dalam organisasi saya, biasanya, SK kenaikan pangkat staf datang lebih cepat, 
jika… 

  1. ...mereka telah menyelesaikan semua persyaratan* 1 2 3 4 5 
  2. ...mereka disukai oleh para pembuat keputusan atau 

pimpinan* 
1 2 3 4 5 

  3. ...mereka memiliki akses ke para pembuat keputusan 
kenaikan pangkat. 

1 2 3 4 5 

  4. ...mereka mendekati pejabat yang bertanggung jawab atas 
kenaikan pangkat. 

1 2 3 4 5 

  5. ...mereka secara aktif memantau proses kenaikan pangkat* 1 2 3 4 5 
  6. ...mereka bersedia mengeluarkan uang untuk kelancaran 

proses kenaikan pangkat. 
1 2 3 4 5 

  7. ...mereka memiliki keluarga atau teman dekat yang 
bertanggung jawab atas proses kenaikan pangkat. 

1 2 3 4 5 

 
E. Pengalaman kerja 
 27. Golongan/ruang dan jabatan fungsional ketika MEMULAI kerja sebagai dosen. 
  1 Golongan: __________________ 2 Fungsional: _______________________ 
   
 28. Pendapatan awal 
  Pendapatan bersih bulanan dari kampus ini di awal tahun Anda diangkat menjadi 

dosen PNS? (Ini meliputi gaji, insentive, dan honor-honor lainnya) 
  1 [   ] 0 - 1 juta rupiah. 

2 [   ] 2 - 3 juta rupiah. 
3 [   ] 4 - 5 juta rupiah. 
4 [   ] 6 - 7 juta rupiah. 

5 [   ] 8 - 9 juta rupiah. 
6 [   ] 10 - 11 juta rupiah. 
7 [   ] 12 - 13 juta rupiah. 
8 [   ] lebih dari 13 juta rupiah. 

   
 29. Masa kerja sampai sekarang: __________tahun 
   
 30. Pekerjaan SEBELUM bekerja sebagai dosen PNS 

  
1 [   ] PNS di kantor pemerintahan 
2 [   ] Guru PNS 
3 [   ] Dosen Non PNS 
4 [   ] Karyawan perusahaan 

5 [   ] Professional 
6 [   ] Wirausaha 
7 [   ] Tidak bekerja 
20 [   ] Lainnya:_____________ 

 
 31. Alasan bekerja sebagai dosen PNS 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 
  1 = Sangat tidak setuju  

2 = Tidak setuju 
3 = Netral 
4 = Setuju 

5 = Sangat setuju 

  1. Penghasilan yang baik sehingga saya tidak punya 
kekhawatiran tentang uang. 

1 2 3 4 5 

  2. Pekerjaan yang aman tanpa risiko tutup atau 
pengangguran. 

1 2 3 4 5 

  3. Bekerja dengan orang yang saya sukai 1 2 3 4 5 

  4. Melakukan pekerjaan penting yang memberikan saya rasa 1 2 3 4 5 
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keberhasilan. 

 
 32. Pengalaman pindah kerja 
  Apakah Anda pindahan dari universitas lain dengan status sama sebagai dosen 

PNS?  
1 [   ] Tidak  2 [   ] Ya, masa kerja di universitas sebelumnya: _____tahun 

   
 33. Alasan pindah ke universitas sekarang 
  Jika Anda pindah ke universitas ini, apa alasannya? (pilih 3 alasan yang paling 

penting). 
1 [   ] Gaji yang lebih tinggi. 
2 [   ] Pasangan saya kerja di universitas ini. 
3 [   ] Pasangan saya bekerja di kota universitas ini. 
4 [   ] Preferensi lokasi. 
5 [   ] Status universitas. 
6 [   ] Peluang promosi lebih luas. 
7 [   ] Dipromosikan untuk jabatan lebih tinggi 
8 [   ] Lebih mampu menseimbangkan antara pekerjaan dan kehidupan pribadi. 
9 [   ] Melanjutkan pendidikan. 
20 [   ] Lainnya, jelaskan ______________________________________ 

   
 34. Alasan-alasan untuk tetap di universitas sekarang. 
  Jika Anda tidah pindah ke universitas lain, apa alasan untuk tetap di universitas ini? 

(Pilih 3 alasan yang paling penting). 
1 [   ] Saya suka pekerjaan sekarang di universitas ini 
2 [   ] Saya suka tempat kerja sekarang 
3 [   ] Saya suka orang-orang yang bekerja dengan saya di universitas ini 
4 [   ] Saya merasa setia pada universitas ini 
5 [   ] Tidak ada pilihan pekerjaan lain 
6 [   ] Saya puas dengan gaji sekarang ini 
7 [   ] Tidaklah mudah untuk pindah ke universitas lain bahkan jika saya ingin 
8 [   ] Pasangan saya bekerja di kota yang sama 
9 [   ] Saya tidak ingin mengganggu pendidikan dan persahabatananak-anak saya 
10 [   ] Saya tidak ingin meninggalkan lingkungan di mana saya tinggal sekarang 
11 [   ] Tidak ada tawaran kepada saya untuk pindah ke universitas lain 
12 [   ] Saya telah membangun karier saya di universitas ini 
13 [   ] Tidak ada gunanya pindah ke universitas lain dengan status yang sama 
20 [   ] Lainnya, sebutkan: ___________________________________________ 

   
 35. Pengalaman kepemimpinan masa lalu di dalam universitas ini. 
  

Jabatan 
Masa 
jabatan 

 
Jabatan 

Masa 
jabatan 

  1 [   ] Tidak memiliki jabatan  ___th.  8 [   ] Assistant direktur  ___th. 
  2 [   ] Wakil/sekretaris lembaga 

   atau pusat 
___th.  9 [   ] Direktur  

        Pascasarjana 
___th. 

  3 [   ] Kepala lembaga atau 
pusat                

___th.  10 [   ] Pembantu dekan ___th. 

  4 [   ] Wakil/sekretaris direktur ___th.  11 [   ] Dekan ___th. 
  5 [   ] Direktur unit  ___th.  12 [   ] Pembantu  Rektor ___th. 
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  6 [   ] Wakil/sekretaris jurusan ___th.  13 [   ] Rector 
  7 [   ] Ketua jurusan ___th.    
 
 36. Pengalaman kepemimpinan di luar universitas ini.(masa lalu atau sekarang). 
  Jenis lembaga Jabatan Masa jabatan 
  1.   tahun 
  2.   tahun 
  3.   tahun 
  4. Tidak memiliki jabatan 
   
 37. Presentasi dalam kegiatan ilmiah dalam1 tahun terakhir. 
  Jenis seminar atau 

konferensi 
1 Tidak ada  2 Lokal 3 Nasional 4 Internasional 

  Total XXXXXX    
   
 38. Penunjukan dalam panitia dalam 1 tahun terakhir. 
  Sebagai Total Position as Total 
  1. Tidak ada  XXXXX 5. Sekretaris   
  2. Anggota   6. Ketua  
  3. Koordinator  7. Penasihat  
  4. Bendahara    
 
F. Networking 
 39. Keterlibatan organisasi exkternal 
  Jika Anda anggota sebuah organisasi di bawah ini, tunjukkan tingkat keaktifan 

Anda, menggunakan skala berikut:  
1. Sangat tidak aktif   3.  Netral  5.  Sangat aktif 
2. Tidak aktif    4.  Aktif 

  1. Organisasi informal dalam kampus Anda 1 2 3 4 5 
  2. Sebuah serikat pekerja profesional 1 2 3 4 5 
  3. Organisasi kemasyarakatan 1 2 3 4 5 
  4. Partai politik 1 2 3 4 5 
  5. Organisasi keagamaan 1 2 3 4 5 
 
 40. Networking 
  

 
Pernyataan di bawah ini mengacu pada hubungan-hubungan Anda dengan 
orang lain baik di dalam maupun di luar organisasi (kampus) Anda saat ini. 

  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 
berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

           5 = Sangat setuju 

  1. Jaringan intra-organizasi 
  Ada individu-individu dalam organisasi saat ini ... 
  1. .. yang dengannya saya bertukar informasi tentang apa 

yang terjadi dalam organisasi.  
1 2 3 4 5 

  2. .. yang saya anggap teman-teman terbaik dan dengannya 
saya dapat berbagi segala macam masalah, profesional atau 
pribadi.* 

1 2 3 4 5 
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  3. .. yang dengannya saya berbagi dukungan emosional, 
umpan balik dan konfirmasi kerja.* 

1 2 3 4 5 

  4. ... yang dengannya saya sering membicarakan perihal 
pekerjaan.* 

1 2 3 4 5 

  5. Dalam organisasi ini, saya memiliki jaringan persahabatan di 
yang dapat membantu kemajuan karir saya lebih lanjut.*  

1 2 3 4 5 

  6. Dalam organisasi ini saya mempertahankan hubungan dengan 
sejumlah orang yang berada pada level hirarki lebih tinggi dari 
saya.* 

1 2 3 4 5 

  2. Jaringan inter-organizasi 
  Ada individu-individu yang saya kenal secara personal di luar organisasi saya 

  7. …yang menduduki jabatan penting dalam organisasi-
organisasi lain atau di masyarakat.* 

1 2 3 4 5 

  8. yang mempunyai hubungan dengan orang-orang penting dalam 
organisasi lain atau di masyarakat. 

1 2 3 4 5 

  9. yang dengannya saya dapat mengandalkan informasi mengenai 
peluang pekerjaan. 

1 2 3 4 5 

  10. yang dapat membantu saya mendapatkan pekerjaan di 
organisasi lain. 

1 2 3 4 5 

  11. yang dapat mempengaruhi keputusan dalam organisasi dimana 
saya bekerja saat ini.  

1 2 3 4 5 

  12. yang saya anggap teman-teman terbaik dan dengannya saya 
dapat berbagi semua jenis masalah, profesional atau  

1 2 3 4 5 

 
G. Fungsi kerja 
 41. Mengajar dalam 1 tahun terakhir: _________SKS 
   
 42. Bimbingan mahasiswa dalam 1 tahun terakhir 
  Jenis karya ilmiah 1. Tidak ada 2. Skripsi 3. Tesis   4. Disertasi 
  Jumlah XXXXXXX    
   
 43. Mengajar di luar kampus Anda dalam 1 tahun terakhir 

1 [  ] Tidak  2 [  ] Ya, jumlah universitas:_________  
   
 44. Proyek penelitian yang diselesaikan dalam 2 tahun terakhir. 
  1 [   ] Tidak ada           2 [   ] 1           3 [   ] 2         4 [   ] 3    5 [   ] lebih dari 3    
   
 45. Sumber dana penelitian 
  Darimana sumber dana penelitian-penelitian yang pernah Anda selesaikan dalam 2 

tahun terakhir? (Pilih lebih dari 1 jika sesuai) 
1 [   ] Kampus saya   3 [   ] Departemen pusat 5 [  ] Sponsor luar negeri 
2 [   ] Dana pribadi   4 [   ] LIPI   20 [   ] Lainnya 

   
 46. Pengabdian kepada masyarakat dalam 1 tahun terakhir:  
  1 [   ] Tidak ada           2 [   ] 1            3 [   ] 2         4 [   ] 3    5 [   ] lebih dari 3    
   
H. Pendidikan and pelatihan 
 47. Pendidikan lanjutan 
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  Jika Anda saat ini dalam proses melanjutkan pendidikan, silahkan sebutkan di 
bawah ini: 

  Pendidikan Negara Sumber dana 
  1. Tidak   
  2. Diploma Pasca Indonesia [   ] 1   Luar negeri   [   ] 2  
  3. Master   Indonesia [   ] 1   Luar negeri   [   ] 2  

  4. Dr/PhD  Indonesia [   ] 1   Luar negeri   [   ] 2  
   
 48. Pelatihan pengembangan professional yang pernah Anda ikuti dalam 2 tahun 

terakhir. 
  Bidang  Negara Kali Sumber 

dana 
  1. Tidak ada    
  2. Pengajaran Indonesia [   ] 1  Luar negeri   [   ] 2   
  3. Penelitian Indonesia [   ] 1   Luar negeri   [   ] 2   
  4. Kepemimpinan Indonesia [   ] 1   Luar negeri   [   ] 2   
  5. Bahasa Indonesia [   ] 1   Luar negeri   [   ] 2   
  6. Teknologi Indonesia [   ] 1   Luar negeri   [   ] 2   
  7. Keterampilan umum Indonesia [   ] 1  Luar negeri   [   ] 2   
 
I. Keberhasilan objektif 
 49. Publikasi dalam jurnal dalam 5 tahun terakhir 
  Jenis Jurnal Jumlah 
  1 Tidak ada XXXXXXXXXXXXXXXXXX 
  2 Populer (majalah, surat kabar)  
  3 Jurnal ilmiah tak terakreditasi Indonesia  
  4 Jurnal ilmiah terakreditasi Indonesia  
  5 Jurnal ilmiah internasional  
   
 50. Buku terbit keseluruhan: _____________buah 
   
 51. Golongan dan pangkat fungsional sekarang 
  1 Golongan: ___________________ 2 Fungsional: _____________________ 
   
 52. Jabatan kepemimpinan sekarang dalam kampus 
  1 [   ] Tidak memiliki jabatan   8 [   ] Assistant direktur  
  2 [   ] Wakil/sekretaris lembaga  atau pusat  9 [   ] Direktur Pascasarjana 
  3 [   ] Kepala lembaga atau pusat                 10 [   ] Pembantu dekan 
  4 [   ] Wakil/sekretaris direktur  11 [   ] Dekan 
  5 [   ] Direktur unit   12 [   ] Pembantu  Rektor 
  6 [   ] Wakil/sekretaris jurusan  13 [   ] Rector 
  7 [   ] Ketua jurusan  
 
 53. Penghasilan bersih dari kampus ini sekarang (termasuk gaji pokok, insentif dan 

pendapatan lain). 
  1 [   ] 1 to 3 juta rupiah. 

2 [   ] 4 to 6 juta rupiah. 
3 [   ] 7 to 9 juta rupiah. 
4 [   ] 10 to 12 juta rupiah. 

5 [   ] 13 to 15 juta rupiah. 
6 [   ] 16 to 18 juta rupiah. 
7 [   ] 19 to 21 juta rupiah. 
8 [   ] lebih dari 21 juta rupiah. 
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J. Keberhasilan subjektif 
 54. Keterlibatan karir 
  Silakan tunjukkan untuk setiap item bagaimana Anda merasa tentang pekerjaan 

Anda, dengan menggunakan skala di bawah ini. 
0 = tidak pernah       
1 = jarang (sekali setahun, atau kurang)    
2 = kadang-kadang (sekali sebulan, atau kurang)  
3 = biasa (beberapa kali per bulan) 
4 = sering (seminggu sekali) 
5 = sangat sering (beberapa kali per minggu) 
6 = selalu (setiap hari) 

  1. Di tempat kerja saya, saya merasa penuh energi. 0 1 2 3 4 5 6 
  2. Pada pekerjaan saya, saya merasa kuat dan penuh semangat. 0 1 2 3 4 5 6 
  3. Saya antusias tentang pekerjaan saya. 0 1 2 3 4 5 6 
  4. Pekerjaan saya menginspirasi saya.  0 1 2 3 4 5 6 
  5. Ketika saya bangun di pagi hari, saya merasa ingin bekerja.  0 1 2 3 4 5 6 
  6. Saya bangga pada pekerjaan yang saya lakukan. 0 1 2 3 4 5 6 
  7. Saya merasa senang ketika saya bekerja dengan giat. 0 1 2 3 4 5 6 
  8. Saya tenggelam dalam pekerjaan saya. 0 1 2 3 4 5 6 
  9. Saya terhanyut ketika saya sedang bekerja.  0 1 2 3 4 5 6 
 
 55. Kepuasan karir 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut: 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

           5 = Sangat 
setuju 

  1. Saya puas dengan keberhasilan yang saya capai dalam karir 
saya. 

1 2 3 4 5 

  2. Saya puas dengan kemajuan yang telah saya buat untuk 
mencapai tujuan karir saya secara keseluruhan.  

1 2 3 4 5 

  3. Saya puas dengan kemajuan yang telah saya buat untuk 
mencapai tujuan penghasilan saya. 

1 2 3 4 5 

  4. Saya puas dengan kemajuan yang telah saya buat untuk 
mencapai tujuan kenaikan pangkat. 

1 2 3 4 5 

  5. Saya puas dengan kemajuan yang telah saya buat untuk 
mencapai tujuan pengembangan keterampilan-keterampilan 
baru. 

1 2 3 4 5 

 
 56. Kepuasan hidup 
  Tunjukkan tingkat kesetujuan Anda dengan pernyataan-pernyataan di bawah ini 

berdasarkan skala berikut. 

  
1 = Sangat tidak setuju  
2 = Tidak setuju 

3 = Netral 
4 = Setuju 

 5 = Sangat setuju 

  1. Dalam banyak hal, kehidupan saya mendekati apa yang saya 
cita-citakan (sudah edeal). 

1 2 3 4 5 

  2. Kondisi kehidupan saya sangat baik. 1 2 3 4 5 
  3. Saya puas dengan kehidupan saya. 1 2 3 4 5 
  4. Sejauh ini saya telah mendapatkan hal-hal penting yang 

saya inginkan dalam hidup. 
1 2 3 4 5 
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  5. Jika saya hidup lebih lama, hampir tidak ada yang perlu 
saya rubah.  

1 2 3 4 5 

 
 57. Interaksi kerja-rumah 
  Silakan tunjukkan  sejauh mana Anda setuju dengan pernyataan masing-masing, 

berdasarkan skala berikut: 
  1 = Sangat tidak setuju  

2 = Tidak setuju 
3 = Netral 
4 = Setuju 

 5 = Sangat setuju 

  1. Ada beberapa situasi dalam pekerjaan saya memiliki pengaruh 
yang tidak menguntungkan pada kehidupan pribadi saya. 

1 2 3 4 5 

  2. Ada beberapa situasi dalam kehidupan pribadi saya memiliki 
pengaruh yang tidak menguntungkan pada pekerjaan saya . 

1 2 3 4 5 

  3. Ada beberapa situasi dalam pekerjaan saya memiliki pengaruh 
positif pada kehidupan pribadi saya. 

1 2 3 4 5 

  4. Ada beberapa situasi dalam kehidupan pribadi saya memiliki 
pengaruh positif pada pekerjaan saya.  

1 2 3 4 5 

 
TERIMA KASIH BANYAK TELAH BERSEDIA MENGISI KUESIONER INI 
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Appendix 5.2 

Spousal and parental support scales (developed by Aryee et al., 1999) 

__________________________________________________________________________ 

Spousal support 

1. My spouse understands that I have to accomplish both work and family duties. 

2. My spouse looks after him/herself to reduce my share of household responsibilities. 

3. If my job becomes demanding, my spouse usually takes on extra household and/or 

childcare responsibilities. 

4. My spouse supports me in realizing my career ambitions. 

Parental support 

5. My parent understands that I have to accomplish both work and family duties. 

6. My parent looks after him/herself to reduce my share of household responsibilities. 

7. If my job become demanding, my parent usually takes on extra household and/or 

childcare responsibilities. 

8. My parent supports me in realizing my career ambitions. 

In this study, an exploratory factors analysis revealed that the scale has two dimensions: 

emotional support comprised items 1, 4, 5, and 8 and practical support consisted of items 2, 

3, 6, and 7; 1 = Strongly disagree, 5 = Strongly agree. 
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Appendix 5.3 

Ambition scale (developed by Dikkers, Engen, and Vinkenburg, 2010) 

___________________________________________________________________________ 

1. I want to achieve the highest possible level in my work. 

2. I have the ambition to reach a higher position. 

3. I like to be challenged in my work. 

4. I am ambitious.* 

5. I am not really interested in achieving the highest possible levels at work.(reversed) 

6. A career is important for my self-actualization and self-development. 

7. I would like to fulfill a top position. 

8. I have set high goals for my career. 

9. A career does not have priority in my life. (reversed)* 

* Items not included in the final analysis; 1 = Strongly disagree, 5 = Strongly agree 
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Appendix 5.4 

Proactivity scale (developed by Seibert, Crant, and Krainer’s, 1999) 

___________________________________________________________________________ 

1. I am constantly on the outlook for new ways to improve my life. 

2. Wherever I have been, I have been a powerful force for constructive change. 

3. Nothing is more exciting than seeing my ideas turn into reality. 

4. If I see something I don’t like, I fix it. 

5. No matter what the odds, if I believe in something I will make it happen. 

6. I love being a champion for my ideas, even against others’ opposition.* 

7. I excel at identifying opportunities.* 

8. I am always looking for better ways to do things. 

9. If I believe in an idea, no obstacle will prevent me from making it happen.* 

10. I can spot a good opportunity long before others can.* 

* Items not included in the final analysis; 1 = Strongly disagree, 5 = Strongly agree 
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Appendix 5.5 

Extra-organizational involvement scales (developed for this study) 

___________________________________________________________________________ 

Please indicate your level of activeness in the following organizations. 

1. Informal organizations connected to your campus. 

2. A professional union. 

3. A community organization. 

4. A political party.* 

5. A religious organization. 

* Items not included in the final analysis; 1 = Very inactive, 5 = Very active 
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Appendix 5.6 

Networking scales (adapted from Bozionelos, 2003) 

___________________________________________________________________________ 

Intra-Organizational Networking 

There are individuals within the organization I currently work for ... 

1. ..with whom I exchange information concerning what’s happening in the organization. 

2. ..whom I consider best friends and with whom I can share any kind of issue, professional 

or personal. 

3. ..with whom I share emotional support, feedback and work confirmation. 

4. ..with whom I frequently talk about work related topics. 

5. I have a network of friendships in the organization that can help to further my career 

progression. 

6. I keep in touch with a number of people in the organization who are at higher hierarchical 

levels than I am. 

Inter-Organizational Networking 

There are individuals I personally know outside my current organization ... 

7. who occupy important posts in other organizations.* 

8. who have links with important individuals in other organizations or in the community.* 

9. on whom I can rely for information on job opportunities.  

10. who can help me obtain a job in another organization. 

11. who can influence decisions in the organization where I currently work.  

12. whom I consider best friends and with whom I can share any kind of issue, professional 

or personal.  

Bozionelos (2003) used items 2, 3, and 4 for measuring ‘expressive network resources’, and 

items 5, 6, and 7 for ‘instrumental network resources’;* Items not included in the final 

analysis; 1 = Strongly disagree, 5 = Strongly agree 
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Appendix 5.7 

Work-home culture scales (developed by Dikkers et al. 2007) 

___________________________________________________________________________ 

1. Managers in this organization are generally considerate towards the private life of 
employees. 

2. In this organization, people are sympathetic towards care responsibilities of employees. 
3. In this organization, it is considered important that, beyond their work, employees have 

sufficient time left for their private life. 
4. This organization is supportive of employees who want to switch to less demanding jobs 

for private reasons. 
5. My colleagues support employees who want to switch to less demanding jobs for private 

reasons. 
6. My colleagues support employees who (temporarily) want to reduce their working hours 

for private reasons. 
7. I am comfortable in discussing aspects of my private life with my colleagues. 
8. My colleagues help me out when I am (temporarily) preoccupied with my care 

responsibilities. 
9. My superior supports employees who want to switch to less demanding jobs for private 

reasons.* 
10. My superior supports employees who (temporarily) want to reduce their working hours 

for private reasons.* 
11. I am comfortable in discussing aspects of my private life with my superior. 
12. To get ahead in this organization, employees are expected to work overtime on a regular 

basis.* 
13. In order to be taken seriously in this organization, employees should work long days and 

be available all the time.* 
14. In this organization, employees are expected to put their job before their private life when 

necessary. 
15. Employees who (temporarily) reduce their working hours for private reasons are 

considered less ambitious in this organization. 
16. To turn down a promotion for private reasons will harm one’s career progress in this 

organization. 
17. Employees who (temporarily) reduce their working hours for private reasons are less 

likely to advance their career in this organization. 
18. In this organization, it is more acceptable for women to (temporarily) reduce their 

working hours for private reasons than for men.* 

* Items not included in the final analysis; an exploratory factor analysis revealed four 
dimensions:  ‘organizational support’ (items 1, 2, and 3), ‘colleague support’ (items 4, 5, and 
6), and ‘supervisor support’ (items 7, 8, and 11), representing ‘WHC-support’ subscale; and 
‘WHC-hindrance’ subscale  (14, 15, 16, and 17); 1 = Strongly disagree, 5 = Strongly agree 



287 
 

 
 

Appendix 5.8 

Perception of Organizational Politics Scale (POPS) (developed by Kacmar and Carlson 1997) 

___________________________________________________________________________ 

General political behavior 

1. People in this organization attempt to build themselves up by tearing others down.* 

2. There has always been an influential group in this organization that no one ever 

crosses.* 

Go a long to get ahead 

3. Employees are encouraged to speak out frankly even when they are critical of well-

established ideas. 

4. There is no place for ‘yes-men’ in my organization; good ideas are desired even when 

it means disagreeing with superiors. 

5. Agreeing with powerful others is the best alternative in this organization.* 

6. It is best not to rock the boat in this organization. 

7. Sometimes it is easier to remain quiet than to fight the system. 

8. Telling others what they want to hear is sometimes better than telling the truth. 

9. It is safer to think what you are told than to make up your own mind. 

Pay and promotion policies 

10. Since I have worked in this department, I have never seen the pay and promotion 

policies applied politically.* 

11. I can't remember when a person received a pay increase or a promotion that was 

inconsistent with the published policies.* 

12. None of the raises I have received is consistent with policies on how raises should be 

determined. 

13. The stated pay and promotion policies have nothing to do with how pay raises and 

promotions are determined. 

14. When it comes to pay raise and promotion decision, policies are irrelevant. 

15. Promotions around here are not valued much because how they are determined is so 

political. 

* Items not included in the final analysis; Three dimensions were revealed after an 
exploratory factor analysis:  ‘open to new ideas’ (items 3 and 4), ‘go along to get ahead’ 
(items 6, 7, 8 and 9), and ‘pay and promotion policy’ (items 12, 13, 14, and 15); 1 = Strongly 
disagree, 5 = Strongly agree 
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Appendix 5.9 

Process accelerators scales (developed for this study) 

___________________________________________________________________________ 

Process accelerators mean factors likely to influence the arrival of the advancement decree 

more quickly. 

In my organization, the advancement decree of the staff usually arrives more quickly, if…. 

1. ... they have completed requirements.* 

2. ... they are liked by leaders or decision makers.* 

3. ... they have access to the decision makers of rank advancement. 

4. ... they approach the official in charge of advancement. 

5. ... they actively monitor the process of the advancement.* 

6. ... they are willing to spend some money to smooth the process of advancement. 

7. ... they have a relative or a close friend in charge of the advancement process. 

* Items not included in the final analysis; 1 = Strongly disagree, 5 = Strongly agree 
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Appendix 5.10 

Work engagement scales (developed by Schaufeli, Bakker, and Salanova 2006) 

___________________________________________________________________________ 

Vigor 

1. At my work, I feel bursting with energy. 

2. At my job, I feel strong and vigorous.  

3. When I get up in the morning, I feel like going to work. 

Dedication 

4. I am enthusiastic about my job. 

5. My job inspires me. 

6. I am proud of the work that I do. 

Absorption 

7. I feel happy when I am working intensely. 

8. I am immersed in my work. 

9. I get carried away when I’m working. 

In this study, a confirmatory factor analysis resulted in items 1, 2, and 4 tapped vigour 

dimension, items 3, 5, 6, and 7 tapped dedication dimension, and items 8 and 9 loaded into 

absorption dimension; 0 = Never, 6 = Always (daily). 
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Appendix 5.11 

Career satisfaction scale (developed by Greenhaus, Parasuraman, and Wormley (1990) 

___________________________________________________________________________ 

1. I am satisfied with the success I have achieved in my career. 

2. I am satisfied with the progress I have made toward meeting my overall career goals. 

3. I am satisfied with the progress I have made toward meeting my goals for income. 

4. I am satisfied with the progress I have made toward meeting my goals for advancement. 

5. I am satisfied with the progress I have made toward meeting my goals for the 

development of new skills. 

___________________________________________________________________________
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Appendix 5.12 

Means (M), Standard Deviations (SD) and inter-correlations among research variables 

N M SD 1 
 

2 
 

3 
 

4 
 

5 
 

6 
 

7 
 

8 
 

9 
 

1. Gender 469 1.44 0.50 - 
                 

2. Age 468 41.21 8.59 -0.13 **  - 
               

3. University background 457 1.48 0.50 -0.03 
 

-0.05 
 

- 
             

4. Division of home responsibility 435 2.92 0.83 0.52 **  -0.09 
 

-0.01 
 

- 
           

5. Family emotional support 464 4.14 0.94 0.06 
 

-0.03 
 

0.04 
 

0.00 
 

- 
         

6. Family practical support 457 3.68 0.85 -0.03 
 

-0.03 
 

0.10 * -0.10 * 0.04 
 

- 
       

7. Ambition 466 3.55 0.59 -0.05 
 

-0.04 
 

0.02 
 

-0.10 * 0.62 **  0.00 
 

- 
     

8. Proactive behaviour 466 3.69 0.64 0.00 
 

0.04 
 

0.02 
 

-0.06 
 

0.64 **  0.08 
 

0.69 **  - 
   

9. WHC-support 455 3.08 0.57 0.05 
 

-0.01 
 

-0.08 
 

0.10 * 0.13 **  -0.03 
 

0.17 **  0.17 **  - 
 

10. WHC-hindrance 453 3.35 0.72 -0.14 **  0.13 **  0.01 
 

-0.11 * 0.21 **  0.04 
 

0.23 **  0.30 **  0.26 **  

11. Organizational politics 453 2.99 0.51 -0.06 
 

0.00 
 

-0.07 
 

0.01 
 

-0.02 
 

-0.07 
 

-0.04 
 

0.02 
 

0.23 **  

12. Process accelerator 448 2.44 1.05 0.01 
 

-0.07 
 

0.17 **  0.03 
 

-0.02 
 

-0.02 
 

-0.01 
 

0.00 
 

-0.06 
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Appendix 5.12. Means (M), Standard Deviations (SD) and Inter-correlations among Research Variables (continued) 

 
N M SD 1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

 
8 

 
9 

 
13. Teaching credit 411 15.68 8.47 0.00 

 
-0.10 

 
0.04 

 
-0.04 

 
0.00 

 
-0.10 *  0.09 

 
0.02 

 
-0.10 * 

14. Research productivity 439 2.72 1.20 -0.07 
 

0.15 **  -0.13 **  -0.08 
 

0.07 
 

-0.04 
 

0.13 **  0.13 **  0.02 
 

15. Scholarly presentation 469 0.56 0.50 -0.13 **  0.17 **  0.07 
 

-0.10 * 0.20 **  -0.05 
 

0.21 **  0.19 **  -0.04 
 

16. Thesis supervision 469 1.99 2.03 -0.07 
 

0.04 
 

0.06 
 

-0.03 
 

-0.02 
 

0.05 
 

-0.03 
 

-0.07 
 

-0.02 
 

17. Committee appointment 441 0.73 1.46 -0.10 * 0.10 * 0.18 **  -0.05 
 

0.03 
 

-0.01 
 

0.10 * 0.10 * -0.05 
 

18. Publications 449 1.24 1.72 -0.19 **  0.20 **  0.21 **  -0.21 **  0.11 * 0.01 
 

0.14 **  0.17 **  -0.11 * 

19. Extra-organizational involvement 389 3.12 0.98 -0.02 
 

0.20 **  0.27 **  -0.04 
 

0.03 
 

-0.06 
 

0.09 
 

0.06 
 

-0.04 
 

20. Intra-organizational networking  444 3.71 0.73 0.07 
 

-0.07 
 

0.02 
 

0.05 
 

0.49 **  0.03 
 

0.41 **  0.47 **  0.20 **  

21. Inter-organizational networking  435 3.22 0.72 0.09 
 

-0.13 **  -0.03 
 

0.10 * 0.17 **  0.09 
 

0.28 **  0.36 **  0.28 **  

22. Academic rank 436 3.51 1.37 -0.07 
 

0.31 **  -0.06 
 

-0.11 * 0.04 
 

0.01 
 

0.02 
 

-0.03 
 

-0.07 
 

23. Leadership position 461 2.55 3.33 0.00 
 

0.04 
 

0.25 **  0.02 
 

-0.01 
 

-0.05 
 

0.02 
 

0.02 
 

0.03 
 

24. Monthly income 448 1.67 0.93 -0.19 **  0.49 **  0.02 
 

-0.15 **  0.08 
 

-0.06 
 

0.11 * 0.13 **  -0.01 
 

25. Career satisfaction 453 3.53 0.73 0.00 
 

0.03 
 

-0.09 
 

-0.01 
 

0.24 **  -0.04 
 

0.28 **  0.38 **  0.15 **  

26. Work engagement 450 4.28 0.93 -0.02 
 

0.12 * 0.14 **  -0.08 
 

0.21 **  0.08 
 

0.24 **  0.29 **  -0.03 
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Appendix 5.12. Means (M), Standard Deviations (SD) and Inter-correlations among Research Variables (continued) 

10 11 
 

12 
 

13 
 

14 
 

15 
 

16 
 

17 
 

18 
 

19 
 

10. WHC-hindrance - 
                  

11. Organizational politics 0.15 **  - 
                 

12. Process accelerator -0.03 0.16 **  - 
               

13. Teaching credit -0.05 -0.04 
 

0.09 
 

- 
             

14. Research productivity 0.05 -0.12 * 0.02 
 

0.15 **  - 
           

15. Scholarly presentation 0.11 * -0.13 **  0.05 
 

0.15 **  0.32 **  - 
         

16. Thesis supervision 0.02 -0.07 
 

-0.08 
 

-0.02 
 

0.03 
 

0.01 
 

- 
       

17. Committee appointment 0.04 -0.12 * 0.07 
 

0.12 * 0.17 **  0.27 **  0.08 
 

- 
     

18. Publications 0.10 -0.12 * 0.02 
 

0.04 
 

0.28 **  0.27 **  0.06 
 

0.33 **  - 
   

19. Extra-organizational involvement 0.05 -0.08 
 

0.27 **  0.19 **  0.18 **  0.22 **  0.04 
 

0.25 **  0.15 **  - 
 

20. Intra-organizational networking  0.20 **  -0.02 
 

0.08 
 

0.03 
 

0.06 
 

0.15 **  -0.09 * 0.06 
 

0.02 
 

0.18 **  

21. Inter-organizational networking  0.20 **  0.14 **  0.13 **  -0.07 
 

0.04 
 

0.03 
 

-0.03 
 

-0.02 
 

0.00 
 

-0.03 
 

22. Academic rank 0.09 
 

0.02 
 

-0.05 
 

0.01 
 

0.02 
 

0.04 
 

0.00 
 

-0.02 
 

0.07 
 

0.02 
 

23. Leadership position 0.04 
 

-0.04 
 

0.07 
 

0.02 
 

-0.04 
 

0.03 
 

0.22 **  0.09 
 

0.03 
 

0.06 
 

24. Monthly income 0.12 * -0.02 
 

0.00 
 

0.04 
 

0.18 **  0.28 **  0.05 
 

0.35 **  0.50 **  0.20 **  

25. Career satisfaction 0.24 **  0.06 
 

-0.10 * 0.00 
 

0.16 **  0.19 **  0.00 
 

0.11 * 0.08 
 

0.02 
 

26. Work engagement 0.12 * -0.12 **  0.00 
 

0.08 
 

0.14 **  0.14 **  -0.02 
 

0.15 **  0.16 **  0.30 **  
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Appendix 5.12. Means (M), Standard Deviations (SD) and Inter-correlations among Research Variables (continued) 

 
20 

 
21 

 
22 

 
23 

 
24 

 
25 

 
26 

20. Intra-organizational networking  - 
            

21. Inter-organizational networking  0.37 **  - 
          

22. Academic rank -0.08 
 

-0.08 
 

- 
        

23. Leadership position 0.01 
 

0.05 
 

-0.09 
 

- 
      

24. Monthly income 0.00 
 

-0.09 
 

0.14 **  0.02 
 

- 
    

25. Career satisfaction 0.31 **  0.26 **  0.07 
 

0.00 
 

0.11 * - 
  

26. Work engagement 0.28 **  0.09 
 

0.05 
 

0.03 
 

0.18 **  0.21 **  - 

Notes. Gender: 1 = men, 2 = women; University background: 1 = Ministry of National Education, 2 = Ministry of 
Religious Affairs. 
*p < 0.05, **p < 0.01.  
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Appendix 5.13 

Output of regression analysis of predictors on academic rank 

Model B 
Std. 
Error 

Beta t Sig. 

1 (Constant) -0.74 0.17   -4.36 0.00 
Age 0.07 0.00 0.70 17.60 0.00 

2 (Constant) -0.61 0.21   -2.97 0.00 
Age 0.07 0.00 0.69 17.29 0.00 
Gender -0.07 0.07 -0.04 -1.03 0.31 

3 (Constant) -0.79 0.28   -2.83 0.01 
Age 0.06 0.00 0.63 16.50 0.00 
Gender 0.01 0.06 0.01 0.17 0.86 
Extra-organizational involvement 0.00 0.03 0.01 0.15 0.88 
Intra-organizational networking  0.03 0.05 0.03 0.71 0.48 
Inter-organizational networking  -0.02 0.05 -0.01 -0.33 0.74 
Thesis supervision 0.01 0.02 0.01 0.31 0.76 
Committee appointment 0.04 0.02 0.08 2.06 0.04 
Publications 0.12 0.02 0.26 6.41 0.00 

4 (Constant) -0.67 0.81   -0.82 0.41 
Age 0.04 0.01 0.44 3.73 0.00 
Gender -0.09 0.54 -0.05 -0.16 0.87 
Extra-organizational involvement 0.04 0.10 0.04 0.34 0.73 
Intra-organizational networking  0.11 0.15 0.09 0.73 0.46 
Inter-organizational networking  0.11 0.15 0.09 0.75 0.45 
Thesis supervision -0.01 0.05 -0.03 -0.24 0.81 
Committee appointment 0.05 0.06 0.10 0.85 0.39 
Publications 0.06 0.06 0.12 0.89 0.38 
Gender X Age 0.01 0.01 0.39 1.86 0.06 
Gender X Extra-organizational involvement  -0.02 0.07 -0.06 -0.36 0.72 
Gender X Intra-organizational networking  -0.05 0.10 -0.14 -0.55 0.58 
Gender X Inter-organizational networking  -0.10 0.10 -0.22 -0.96 0.34 
Gender X Thesis supervision 0.01 0.03 0.04 0.37 0.71 
Gender X Community appointment -0.01 0.05 -0.02 -0.20 0.84 
Gender X Publications 0.06 0.05 0.16 1.20 0.23 
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Appendix 5.14 

Output of regression analysis of predictors on leadership position 

Model B 
Std. 
Error 

Beta t Sig. 

1 (Constant) -0.30 0.20   -1.49 0.14 
Age 0.02 0.00 0.25 4.78 0.00 

2 (Constant) 0.00 0.24   0.01 0.99 
Age 0.02 0.00 0.24 4.50 0.00 
Gender -0.18 0.08 -0.12 -2.18 0.03 

3 (Constant) -0.26 0.31   -0.81 0.42 
Age 0.01 0.00 0.15 3.02 0.00 
Gender -0.09 0.07 -0.06 -1.26 0.21 
Extra-organizational involvement 0.09 0.04 0.12 2.34 0.02 
Intra-organizational networking  0.10 0.05 0.10 1.92 0.06 
Inter-organizational networking  -0.12 0.06 -0.11 -2.22 0.03 
Thesis supervision 0.00 0.02 -0.01 -0.14 0.89 
Committee appointment 0.12 0.02 0.27 5.16 0.00 
Publications 0.08 0.02 0.18 3.51 0.00 

4 (Constant) 0.35 0.90   0.39 0.69 
Age -0.01 0.01 -0.09 -0.59 0.56 
Gender -0.57 0.60 -0.38 -0.95 0.34 
Extra-organizational involvement 0.18 0.11 0.24 1.57 0.12 
Intra-organizational networking  0.40 0.17 0.38 2.37 0.02 
Inter-organizational networking  -0.50 0.17 -0.46 -3.00 0.00 
Thesis supervision 0.07 0.05 0.19 1.30 0.19 
Committee appointment 0.17 0.07 0.37 2.34 0.02 
Publications 0.01 0.07 0.02 0.13 0.90 
Gender X Age 0.02 0.01 0.45 1.69 0.09 
Gender X Extra-organizational involvement  -0.06 0.08 -0.18 -0.83 0.41 
Gender X Intra-organizational networking  -0.20 0.11 -0.58 -1.84 0.07 
Gender X Inter-organizational networking  0.26 0.11 0.69 2.31 0.02 
Gender X Thesis supervision -0.05 0.04 -0.21 -1.39 0.16 
Gender X Community appointment -0.04 0.05 -0.12 -0.76 0.45 
Gender X Publications 0.06 0.06 0.19 1.11 0.27 
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ABSTRACT 

The overall purpose of the study is to gain a comprehensive understanding of career 

success in Indonesian academia, from a gender perspective. Despite voluminous literature 

and research on career success, a paucity of studies has empirically investigated gendered 

career success in Indonesian academia. The present study attempts to fill the gap in research 

about career success by supplying empirical career research of Indonesian academia.  

To achieve this purpose, three separate-yet-interconnected empirical studies were 

carried out using different approaches: preliminary, exploratory, and explanatory analyses. 

The most important findings from the three studies are as follows. First, compared to men, 

women are less successful in their academic careers in terms of achieving higher academic 

ranks and leadership positions. Second, family-related issues are barriers commonly faced by 

women in advancing their academic careers. Third, both men and women need to be older to 

achieve higher academic rank, but only women need to be older to gain a leadership position. 

Fourth, to gain leadership positions, both men and women academics need to be more 

frequently involved in committees and to focus on building stronger networks inside their 

organizations.  

Fifth, although men’s and women’s income increases along with their age, men’s 

income is always higher than women’s. Sixth, men and women academics are equally 

satisfied with their careers; however, those who are ambitious are more satisfied with their 

careers than the less ambitious. Seventh, family emotional support is more important for 

women’s career satisfaction than for men’s. Eighth, while men and women are equally 

engaged in their careers, those who are older tend to be more engaged in their careers than 

those younger. Ninth, while proactive lecturers have higher work engagement, proactivity is 

more beneficial to men’s work engagement than to women’s. Finally, men and women 
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academics who perceive their organization as being highly political have lower work 

engagement.  

The practical implications of the thesis are as follows. First, to reduce the gender gap in 

academia, the government and each individual university should strengthen law enforcement 

of gender discrimination and reinforce the implementation of equal opportunity. The human 

resource department in each university should start tracking careers of a cohort of new 

recruits over time to see if there are disparities in progress. Then, to help in combining home 

responsibilities and work duties all universities could provide family care centers within 

campus, and provide special incentives for those experiencing difficulty with work-family 

combinations. Next, universities should introduce well-structured training on leadership for 

women and increase inclusion of women in lower level leadership positions as on-the-job 

training for future higher leadership. Finally, while women need to use networking more 

strategically for their career trajectories, the university needs to provide facilitation for 

women’s networking. 

Further research may be directed towards exploring the strategies and resources used 

for achieving career outcomes and for overcoming challenges in career advancement. 

Research focusing on exploring experiences of women who have successfully managed to 

achieve the highest positions may be done in the future. Furthermore, further research may 

pay more attention to the correlates of subjective career success in academia. Finally, factors 

that contribute to the discriminatory effects on career success in the highly regulated system 

may be conducted in the future. 

 

Keywords: career advancement, career success, female academics, top position, academia, 

academic career, Indonesia. 
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SUMMARY 

Academic Careers of Women and Men in Indonesia:  Barriers and Opportunities 

The overall purpose of the study is to gain a comprehensive understanding of career 

success in Indonesian academia, from a gender perspective. Despite voluminous literature 

and research on career success, a paucity of studies has empirically investigated gendered 

career success in Indonesian academia. The present study attempts to fill the gap in research 

about career success by supplying empirical career research of Indonesian academia.  

To achieve this purpose, three separate-yet-interconnected empirical studies were 

carried out using different approaches: preliminary, exploratory, and explanatory analyses. 

The first empirical study was aimed at better understanding of gender differences in career 

advancement in Indonesian academia. A survey was distributed to 10 conveniently selected 

universities to portray the administrative and academic ranks, the managerial and leadership 

positions, and the advancement speed of the administrative and academic staff based on 

gender. The most important finding from this study is that compared to men, women are less 

successful in their academic careers in terms of achieving higher academic ranks and 

leadership positions. This study provides empirical evidence for the prevalence of gender gap 

in academic careers, despite the fact that the State Higher Education Institutions in Indonesia 

operate on the same regulations and policies.  

The second empirical study was to explore barriers to academic career advancement, 

particularly those that women face in advancing to higher academic rank and leadership 

positions in Indonesian academia. In-depth interviews were conducted with 25 academic staff 

in six state universities from diverse backgrounds i.e., gender, age, academic rank, leadership 

positions, educational qualifications, and expertise. This study concludes that apart from 

individual-related and organizational-related constrains, family-related issues are barriers 
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commonly faced by women in advancing their academic careers in terms of achieving higher 

academic rank and leadership positions.  

The third empirical study was to investigate success factors that contribute to both 

objective and subjective career success in academia. A nationwide survey was conducted. 

Seven-hundred and fifty questionnaires were distributed randomly to 18 universities in 11 

provinces in Indonesia, from which 469 respondents returned the questionnaires with an 

analyzable quality. Based on the model developed, three sets of correlates of career success in 

academia were analyzed. This study results in eight important conclusions. First, both men 

and women need to be older to achieve higher academic rank, but only women need to be 

older to gain a leadership position. Second, to gain leadership positions, both men and 

women academics need to be more frequently involved in committees and to focus on 

building stronger networks inside their organizations. Third, although men’s and women’s 

income increases along with their age, men’s income is always higher than women’s. Fourth, 

men and women academics are equally satisfied with their careers; however, those who are 

ambitious are more satisfied with their careers than the less ambitious. Fifth, family 

emotional support is more important for women’s career satisfaction than for men’s. Sixth, 

while men and women are equally engaged in their careers, those who are older tend to be 

more engaged in their careers than those younger. Seventh, while proactive lecturers have 

higher work engagement, proactivity is more beneficial to men’s work engagement than to 

women’s. Eighth, men and women academics who perceive their organization as being 

highly political have lower work engagement.  

Overall, this study has provided a more illuminating explanation about why women are 

less successful in their academic careers compared to men, and supplied important empirical 

evidence on factors contributing to both objective and subjective career outcomes in 
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academia. In addition, while the epistemology chosen in this thesis is primarily objectivist 

(gender as a variable), in an attempt to contextualize to Indonesian academia, some facets of 

the constructivist approach (gender and career as social constructs) are brought in. This 

endeavor contributes to a contextualized, emic understanding of gender and careers 

in Indonesian academia, using a multimethod approach.  

The practical implications of the thesis are as follows. First, to reduce the gender gap in 

academia, the government and each individual university in Indonesia should strengthen law 

enforcement of gender discrimination and reinforce the implementation of equal opportunity. 

The human resource department in each university should start tracking careers of a cohort of 

new recruits over time to see if there are disparities in progress. Then, to help in combining 

home responsibilities and work duties all universities could provide family care centers 

within campus, and provide special incentives for those experiencing difficulty with work-

family combinations. Next, universities should introduce well-structured training on 

leadership for women and increase inclusion of women in lower level leadership positions as 

on-the-job training for future higher leadership. Finally, while women need to use networking 

more strategically for their career trajectories, the university needs to provide facilitation for 

women’s networking. 

Further research may be directed towards exploring the strategies and resources used 

for achieving career outcomes and for overcoming challenges in career advancement in 

Indonesian academia. Research focusing on exploring experiences of women who have 

successfully managed to achieve the highest positions may be done in the future. 

Furthermore, further research may pay more attention to the correlates of subjective career 

success in academia. Finally, factors that contribute to the discriminatory effects on career 

success in the highly regulated system may be conducted in the future. 
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RANGKUMAN  

(Summary in Indonesian) 

Karir Akademik Perempuan dan Laki-Laki di Indonesia : Hambatan dan Peluang 

Tujuan menyeluruh dari penelitian ini adalah untuk mendapatkan pemahaman yang 

komprehensif tentang kesuksesan karir akademisi di Indonesia, dari perspektif gender. 

Meskipun telah banyak literatur dan penelitian tentang kesuksesan karir, hanya sedikit studi 

empiris yang menyelidiki kesuksesan karir berbasis gender dalam dunia akademis di 

Indonesia. Penelitian ini berusaha untuk mengisi kesenjagan dalam penelitian tentang 

kesuksesan karir dengan cara menyediakan penelitian karir empiris akademisi Indonesia. 

Untuk mencapai tujuan ini, tiga penelitian empiris terpisah-namun-saling terkait 

dilakukan dengan menggunakan pendekatan yang berbeda: analisis preliminari, eksplorasi, 

dan eksplanasi. Penelitian empiris pertama adalah untuk memahami lebih baik perbedaan 

gender dalam kemajuan karir di akademisi Indonesia. Sebuah survei disebarkan kepada 10 

Perguruan Tinggi Negeri (PTN) di Indonesia yang dipilih secara convenience untuk 

memperoleh gambaran pangkat administratif dan akademik, posisi manajerial dan 

kepemimpinan, dan kecepatan kenaikan pangkat administratif dan akademik dosen laki-laki 

dan perempuan. Temuan yang paling penting dari penelitian ini adalah bahwa dibandingkan 

dengan dosen laki-laki, dosen perempuan kurang berhasil dalam karir akademik mereka 

dalam hal mencapai pangkat akademik dan posisi kepemimpinan tinggi. Penelitian ini 

memberikan bukti empiris adanya kesenjangan gender dalam karir akademik, meskipun 

semua PTN di Indonesia beroperasi berdasarkan regulasi dan kebijakan yang sama. 
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Penelitian empiris kedua adalah untuk mengeksplorasi hambatan kemajuan karir 

akademik, terutama yang sering dihadapi dosen perempuan dalam mencapai pangkat 

akademik dan posisi kepemimpinan tinggi. Wawancara mendalam dilakukan dengan 25 

dosen dari enam PTN dengan ragam latar belakang seperti gender, usia, pangkat akademik, 

posisi kepemimpinan, pendidikan, dan keahlian. Penelitian ini menyimpulkan bahwa selain 

hambatan personal dan organisasional, masalah keluarga merupakan kendala yang paling 

umum dihadapi oleh dosen perempuan dalam memajukan karir akademik mereka dalam hal 

mencapai pangkat akademik dan posisi kepemimpinan tinggi. 

Penelitian empiris ketiga adalah untuk menyelidiki faktor keberhasilan yang 

berkontribusi terhadap kesuksesan karir objektif dan subjektif dalam dunia akademis. Sebuah 

survei berskala nasional dilakukan untuk ini. Tujuh ratus lima puluh (750) kuesioner disebar 

secara acak ke 18 PTN di 11 propinsi di Indonesia, dimana 469 responden mengembalikan 

kuesioner layak untuk dianalisis. Berdasarkan model yang dikembangkan, tiga set faktor 

korelasi keberhasilan karir di akademisi dianalisis. Penelitian ini menghasilkan delapan 

kesimpulan penting.  

Pertama, baik dosen laki-laki maupun dosen perempuan harus lebih tua untuk mencapai 

pangkat akademik tinggi, tapi hanya dosen perempuan harus lebih tua untuk mendapatkan 

posisi kepemimpinan. Kedua, untuk mendapatkan posisi kepemimpinan, baik dosen laki-laki 

maupun dosen perempuan perlu lebih sering terlibat dalam komite dan fokus membangun 

jaringan yang lebih kuat di dalam organisasi mereka. Ketiga, meskipun penghasilan dosen 

laki-laki dan perempuan meningkat seiring bertambahnya usia mereka, penghasilan dosen 

laki-laki selalu lebih tinggi daripada penghasilan dosen perempuan. Keempat, dosen laki-laki 

dan perempuan sama-sama puas dengan karir akademik mereka; namun, mereka yang 

ambisius lebih puas dengan karir daripada yang kurang ambisius. Kelima, dukungan 
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emosional keluarga lebih penting bagi kepuasan karir dosen perempuan daripada kepuasan 

karir dosen laki-laki. Keenam, walaupun dosen laki-laki dan perempuan sama-sama terlihat 

dalam karir, mereka yang lebih tua cenderung lebih terlibat dalam karir daripada mereka yang 

lebih muda. Ketujuh, dosen proaktif memiliki keterlibatan kerja lebih tinggi; namun, 

proaktifitas berpengaruh lebih pada keterlibatan kerja dosen laki-laki daripada dosen 

perempuan. Kedepalan, dosen laki-laki dan perempuan yang memandang organisasi mereka 

sangat politis memiliki keterlibatan karir rendah. 

Secara keseluruhan, penelitian ini telah memberikan penjelasan lebih gamblang tentang 

mengapa dosen perempuan kurang berhasil dalam karir akademik mereka dibanding dosen 

laki-laki, dan menyediakan bukti empiris penting tentang faktor yang berkontribusi terhadap 

kesuksesan karir obyektif dan subyektif di dunia akademis. Selain itu, meskipun epistemologi 

yang digunakan dalam studi ini utamanya pendekatan objektivis (gender sebagai variable), 

dalam upaya untuk mengontekstualisasikan ke dunia akademis Indonesia beberapa aspek dari 

pendekatan konstruktivis (gender dan karir sebagai konstruksi sosial) juga dimasukkan. 

Usaha ini memberikan kontribusi pemahaman konstektual, emic tentang gender dan karir di 

dunia akademis Indonesia, menggunakan pendekatan multimethod. 

Implikasi praktis dari disertasi ini sebagai berikut. Pertama, untuk mengurangi 

kesenjangan gender di dunia akademis, pemerintah dan setiap PTN di Indonesia harus 

memperkuat penegakan hukum tentang diskriminasi gender dan memperkuat implementasi 

persamaan kesempatan. Bagian ketenagaan di masing-masing PTN harus mulai melacak karir 

kohort dosen baru dari waktu ke waktu untuk melihat apakah ada kesenjangan dalam 

kemajuan karir mereka. Kedua, untuk memudahkan memadukan tugas-tugas keluarga dan 

pekerjaan, semua PTN perlu menyediakan pusat-pusat perawatan anak dalam kampus, dan 

menyediakan insentif khusus bagi mereka yang mengalami kesulitan dalam memadukan 
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pekerjaan-keluarga. Ketiga, PTN perlu menyediakan pelatihan kepemimpinan terstruktur bagi 

dosen perempuan dan meningkatkan keterwakilan perempuan dalam posisi kepemimpinan 

lebih rendah sebagai on-the-job training untuk kepemimpinan lebih tinggi di masa datang. 

Keempat, dosen perempuan perlu memanfaatkan jaringan secara lebih strategis untuk tujuan-

tujuan karir mereka, di saat yang sama PTN perlu menfasilitasi dosen perempuan untuk 

membangun jaringan-jaringan. 

Penelitian lebih lanjut dapat diarahkan untuk mengksplorasi strategi dan sumber yang 

digunakan untuk mencapai kesuksesan karir dan untuk mengatasi hambatan kemajuan karir 

di akademisi Indonesia. Penelitian berfokus pada eksplorasi pengalaman perempuan yang 

telah berhasil mencapai posisi puncak perlu dilakukan di masa datang. Selain itu, penelitian 

lebih lanjut perlu lebih dirahkan pada faktor-faktor yang mempengaruhi keberhasilan karir 

subyektif di dunia akademisi. Akhirnya, faktor yang berkontribusi terhadap dampak 

diskriminatif pada kesuksesan karir dalam sistem yang sangat teregulasi dapat dilakukan di 

masa depan. 
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SAMENVATTING  

(Summary in Dutch) 

Academische Carrières van Vrouwen en Mannen in Indonesië: Barrières en Kansen 

 Het algemene doel van het onderzoek is om een beter begrip te krijgen van 

carrièrekansen binnen de Indonesische academische wereld, vanuit een genderperspectief. 

Ondanks een omvangrijke literatuur over en onderzoek naar  succesvolle loopbanen is er een 

gebrek aan empirische studies naar de invloed van het geslacht op de carrièrekansen in de 

Indonesische academische wereld. De huidige studie probeert de leemte in het onderzoek 

naar carrièrekansen op te vullen door het leveren van empirisch loopbaanonderzoek in de 

Indonesische academische wereld. 

Om dit doel te bereiken werden er drie afzonderlijke, maar wel onderling  verbonden 

empirische studies uitgevoerd met behulp van verschillende benaderingen: een 

voorbereidende, een verkennende en een verklarende analyse. De eerste empirische studie 

was gericht op een beter begrip van de invloed van sekse opde loopbaanontwikkeling in de 

Indonesische academische wereld. Een enquête werd verspreid onder 10 zorgvuldig 

geselecteerde universiteiten met als doel om op basis van geslacht een beschrijving te geven 

van de bestuurlijke en academische gelederen, de bestuurlijke en leidinggevende posities, en 

de snelheid van de loopbaanontwikkeling van het administratief en wetenschappelijk 

personeel. De belangrijkste conclusie van dit onderzoek is dat vrouwen in vergelijking met 

mannen minder succesvol zijn in hun academische loopbaan wat betreft het bereiken van 

hogere academische rangen en leidinggevende posities. Deze studie levert het empirische 

bewijs van de invloed van geslacht op de carrièrekansen in de academische wereld, ondanks 

het feit dat de regelgeving en het beleid bij de staatsinstellingen voor hoger onderwijs in 

Indonesië voor iedereen hetzelfde zijn. 
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Het doel van de tweede empirische studie was om de belemmeringen bij de 

academische carrière te onderzoeken, met name die waarmee vrouwen worden 

geconfronteerd bij het bereiken van een hogere academische rang en leidinggevende posities 

in de Indonesische academische wereld. Er werden in zes staatsuniversiteiten diepte-

interviews gehouden met 25 wetenschappelijke medewerkers van diverse achtergronden dwz, 

geslacht, leeftijd, academische rang, leidinggevende posities, opleidingsniveau en 

deskundigheid. Deze studie concludeert dat, afgezien van de individueleen organisatie-

gerelateerde beperkingen, familie-gerelateerde zaken voor vrouwen vaak barrières zijn  in 

hun academische loopbaanontwikkeling wat betreft het bereiken van een hogere academische 

rang en leidinggevende posities. 

Het doel van de derde empirische studie was om succesfactoren te onderzoeken die 

bijdragen aan zowel een objectief als subjectief succesvolle loopbaanontwikkeling in de 

academische wereld. Een landelijke enquête werd uitgevoerd. Over 18 universiteiten in 11 

provincies in Indonesië werden willekeurig zevenhonderd en vijftig vragenlijsten uitgedeeld, 

en 469 respondenten stuurden die vragenlijsten met een analyseerbare kwaliteit terug. Op 

basis van het model dat was ontwikkeld, werden drie sets van correlaten van een succesvolle 

carrière in de academische wereld geanalyseerd. Dit onderzoek resulteert in acht belangrijke 

conclusies. Ten eerste moeten zowel mannen als vrouwen een hogere leeftijd hebben 

bereiktvoordat een hogere academische rang kan worden verworven, maar voor het 

verwerven van een leidinggevende positie geldt dat alleen voor vrouwen. Ten tweede moeten 

zowel mannelijke als vrouwelijke academici, ten einde leidinggevende posities te verwerven, 

zich vaker bemoeien met commissies, en moeten ze zich richten op het opbouwen van 

sterkere netwerken in hun organisaties. Ten derde:  het inkomen van zowel mannen en 

vrouwen sijgt met de jaren, maar het inkomen van mannen is altijd hoger dan dat van 

vrouwen. Ten vierde zijn de mannelijke en vrouwelijke wetenschappers even tevreden met 
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hun loopbaan; echter, degenen die ambitieus zijn, zijn meer tevreden met hun carrière dan de 

minder ambitieuze academici. Ten vijfde is de emotionele steun van de familie voor vrouwen 

belangrijker voor de tevredenheid over de carrière dan voor mannen. Ten zesde: terwijl 

mannen en vrouwen in gelijke mate zijn betrokken bij hun loopbaan, lijken de ouderen meer 

bezig te zijn met hun carrière dan de jongeren. Ten zevende: terwijl proactieve docenten een 

grotere betrokkenheid hebben, is proactiviteit gunstiger voor de betrokkenheid van mannen 

dan voordie van vrouwen. Ten achtste, mannelijke en vrouwelijke academici die hun 

organisatie als zeer politiek ervaren, hebben een lagere betrokkenheid. 

In het algemeen heeft deze studie een beter begrip opgeleverd voor het gegeven, dat de 

academische carrières van vrouwen in Indonesië net als elders  minder succesvol zijn dan die 

van mannen. Bovendien levert deze studie belangrijke empirische gegevens over factoren die 

bijdragen aan zowel objectieve als subjectieve carrièrekansen in de academische wereld in 

Indonesië. Bovendien, terwijl de in dit proefschrift gekozen epistemologie primair 

objectivistisch is (gender als variabele), zijn er in een poging om te contextualiseren naar de 

Indonesische academische wereld enkele facetten van de constructivistische benadering 

(gender en carrière als sociale constructies) ingebracht. Dit onderzoek draagt bij aan een 

gecontextualiseerd, "emic" begrip van gender en loopbaan in de Indonesische academische 

wereld, met behulp van een multimethodologische aanpak. 

De praktische gevolgen van het proefschrift zijn als volgt. Ten eerste moeten de 

overheid en elke individuele universiteit in Indonesië, om de genderkloof in de academische 

wereld te verkleinen, de rechtshandhaving van genderdiscriminatie en de implementatie van 

gelijke kansen versterken. De human resource afdeling in elke universiteit moet voor een 

bepaalde periode beginnen met het volgen van carrières van een cohort van nieuwe rekruten 

om te zien of er verschillen in vooruitgang zijn. Om te helpen bij het combineren van 
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huiselijke en professionele taken en werkzaamheden zouden alle universiteiten bovendien 

binnen de campus moeten zorgen voor centra voor gezinsgerichte zorg en faciliteiten moeten 

verstrekken aan diegenen die problemen hebben met het combineren van werk- en -

gezinstaken. Vervolgens moeten de universiteiten goed gestructureerde 

leiderschapstrainingen aan vrouwen aanbieden en het aantal vrouwen in leidinggevende 

posities op het middenkaderniveau verhogen en daarnaast ook interne trainingen voor 

vrouwen ten behoeve van het toekomstige hogere kader. Tot slot: terwijl vrouwen netwerken 

meer strategisch moeten gaan gebruiken voor hun loopbaanontwikkeling, moeten de 

universiteit faciliteiten  voor het ontwikkelen van vrouwennetwerken bieden.  

Verder onderzoek kan worden gericht op het verkennen van de strategieën en middelen 

die worden aangewend voor het bereiken van een succesvolle carrièreontwikkeling en voor 

het overwinnen van de obstakels in de loopbaanontwikkeling in de Indonesische academische 

wereld. Onderzoek kan in de toekomst worden uitgevoerd, dat is gericht op het verkennen 

van ervaringen van vrouwen die het is gelukt om de hoogste posities te bereiken.  Daarnaast 

kan verder onderzoek worden gedaan naar de correlaten bij subjectief succesvolle carrières in 

de academische wereld. Tenslotte kunnen factoren in het sterk gereguleerde systeem die 

bijdragen aan de discriminerende effecten bij de loopbaanontwikkeling, in de toekomst 

worden  bijgestuurd. 
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