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CHAPTER 4: RESULTS 

This chapter consists of the results of the 

present study. Two instruments were used to gather 

data in the present study, questionnaire and 

semi-structured interview. Accordingly, the results 

section is divided into 2 parts, 1) results from 

questionnaire and 2) results from interviews. 

Results from Questionnaire 

98 

The questionnaire for this present study was 

designed to identify characteristics of effective 

senior administrators in higher education institutions 

in Indonesia and to identify obstacles faced in 

pursuing an administrative careers in the 

institutions. Additional information concerning 

personal information and professional information were 

also addressed in the questionnaire. 

Accordingly, results from the questionnaire are 

organized into 4 sections, 1) general overview, 

2) individual characteristics, 3) characteristics of 

effective administrators, and 4) obstacles faced in 

pursuing administrative career. 
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General Overview 

From a total of 746 questionnaires sent, 235 were 

returned and 223 (29.9%) were analyzed. The other 12 

return-questionnaires were not included in the analysis 

because they were filled out by Assistants to the 

Deans, rather than the Deans themselves. 

A total of 183 from 622 (29.4%) of Administrators 

with academic background ('Academic') responded to the 

questionnaires, whereas the response rate of 

Administrators with no-academic background 

('Administrative') was 40 from 124 (32.3%). 

(See Table 6). 

The response rate for each position within 

'academic' and 'administrative' categories is given in 

Table 6. The percentage of response for each position 

in 'Academic' varied from 61.7%, the largest, for Head 

of Research Center, to 8.7%, the smallest, for Head of 

Community Service Center. The percentage of response 

for each position in 'Administrative' was 37.5%, the 

largest, for the Head of UT Regional Center, to 27.7%, 

the smallest, for the Head of Bureau of Academic and 

Students' Affairs. 
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Table 6 
Sample Distribution and Response Rate 

Position 
Number in Number of Response 
Population Respondent Rate 

Academic 
President 47 13 27.7 
Vice President 155 47 30.3 
Dean 327 90 29.3 
Head of Research Center 47 29 61.7 
Head of Community Service 46 4 8.7 

Center 
Sub-Total 622 183 29.4 

Administrative 
Head of Bureau of 

General Administrative 45 15 33.3 
Head of Bureau of Aca-

demic & Students' Affairs 47 13 27.7 
Head of UT Regional Center 32 12 37.5 
Sub-Total 124 40 32.3 

Total 746 223 29.9 

Table 7 
Distribution of Respondents by Position and Sex 

Male Female Total 
Position n % n % n % 

Academic 
President 12 5.3 1 . 4 13 5.8 
Vice President 44 19.7 3 1.3 47 21.1 
Dean 81 36.3 9 4.0 90 40.4 
Head of Research Center 27 12.1 2 .9 29 13.0 
Head of Community Service 4 1.8 4 1.8 

Center 
Sub-Total 168 75.33 15 6.7 183 82.1 

Administrative 
Head of Bureau of 14 6.3 1 .4 15 6.7 
General Administrative 
Head of Bureau of Aca- 12 5.4 1 .4 13 5.8 
demic & Students' Affairs 
Head of UT Regional 11 4.9 1 .4 12 5.4 
Center 
Sub-Total 37 16.6 3 1.3 40 17.9 

Total 205 92.0 18 8.0 223 100 
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Data collected from the questionnaires were 

analyzed by using frequency distributions, Chi-square 

and t-test. Data from interviews were analyzed by 

using frequency distribution. The findings and data 

analysis are presented below. 

Individual Characteristics 

By examining Table 7 (and as was expected from the 

previously discussed demographics), it can be seen that 

men outnumber women in both 'academic' and 

'administrative' positions. A chi-square test showed 

that there was no difference between males and females 

in the distribution of 'Academic' and 'administrative' 

positions (Chi-square=.21, df=1, p>.05). A chi-square 

test on the composition of male and female respondents 

showed significant differences (Chi-square=156.81, 

df=1, p.<05). 

Age 

The ages of respondents were categorized into 

three groups: 1) 49 years and under; 2) 50 - 59 years; 

and 3) 60 years and over (see Table 8). 
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Table 8 
Distribution of ResQondents by Age and Position 

Cate- Academic Administrative Total 
gory Age n % n % n % 

1 < 50 64 35.0 11 27.5 75 33.6 
2 50 - 60 97 53.0 28 70.0 125 56.1 
3 60 > 22 12.0 1 2.5 23 10.3 

Total 183 100 40 100 223 100 
Note t=.19, df=221, p>.05 

Based on age-grouping, within the 'academic' and 

'administrative' categories, the majority of 

respondents were clustered in the between 50-60 years 

of age group, followed by the under 50 years of age 

group. 

A t-test analysis showed that there was no 

significant difference between 'academic' and 

'administrative' respondents in age-group category. 

Based on Indonesian Government Regulation on Higher 

Education Institution No. 8/ 1974, it was expected that 

'Academic' respondents would be older than 

'Administrative' respondents since the retirement age 

for 'Academic' personnel is higher than for 

'Administrative' personnel, which was not the case for 

this present study. 
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Marital Status 

Marital status for respondents was categorized 

into four groups: 1) unmarried; 2) married without 

children; 3) married with children; and 4) others with 

children. 

From the 220 respondents who responded to the 

question of "Marital Status", the majority were married 

with children (See Table 9). A t-test indicated that 

there was no significant difference between 'Academic' 

and 'Administrative' in their marital status category 

{t=1.34, df=218, p>.05). 

Table 9 
Distribution of Respondents by Marital Status and 
Position 

'Academic' 'Adminis 
Cate Marital trative' 
gory status n % n % n 

1 Unmarried 5 2.2 2 . 9 7 
2 Married 1 . 5 3 1.4 4 

without children 
3 Married 174 79.0 34 15.5 208 

with children 
4 Others 1 . 5 1 

with children 

Total 

% 

3.2 
1.8 

94.5 

. 5 

Total 180 81.8 40 18.2 220 100 
Note: t-test=1.34, df=218, p>.05 
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On the other hand, a significant difference was 

found in t-test on marital status category between male 

and female respondents (t=3.17, df=218, p<.05) (see 

Table 10). 

Table 10 
Distribution of Res12ondents by Marital Status and Sex 

Cate- Marital Male Female Total 
gory status n % n % n % 

1 Unmarried 5 2.2 2 . 9 7 3.2 
2 Married 1 .5 3 1.4 4 1.8 

without children 
3 Married 174 79.0 34 15.5 208 94.5 

with children 
4 Others 1 . 5 1 . 5 

with children 

Total 180 81.8 40 18.2 220 100 
Note: t-test=3.17, df=218, p<.05 

Number of Children 

Two hundred and nine respondents have children. 

The range for the number of children across all groups 

was from 1 to 9, with 3 children being the mode (76 

respondents, 34.1%). In considering the two categories 

modes differed slightly. The mode for 'Academic' 

respondents was 3 children (69 respondents,38.8%), 

while the mode for 40 'Administrative' respondents was 

4 children (16 respondents, 40%). Means for number of 

children for 'Academic' and 'Administrative' 
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respondents were same, 3.2, and t-test results 

indicated that there was no significant difference 

between 'Academic' and 'Administrative' respondents in 

the number of children (t=.10, df=216, p>.05). 

With means of 3.3 and 2.6 children for male and 

female respondents respectively, a t-test for number of 

children based on sex of the respondents showed that 

there was a significance difference (t=1.71, df=216, 

p<.05), with male respondents having more children in 

their families than females respondents reported. 

In this present study, the children ranged in age 

from 5 years to 34 years, with the modal age of the 

youngest child being 13 years (15 respondents, 6.7%). 

A t-test for age of the youngest child based on 

respondents' gender showed significant differences 

(t=2.34, df=211, p<.05) with female respondents having 

older children (mean=19.2 years) than male respondents 

(mean=15.1 years). 

Spousal Occupation 

By examining Table 11, it can be seen that the 

i.l.aj ori ty of respondents in 'academic' and 

'administrative' positions were dual-career couples. 

For these dual-career couples, the majority of their 

spouses were engaged as lecturers/teacher. 
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Table 11 
Distribution of Res:Qondents by S:Qouse 0CCUQation and 
Position 

Cate- Spouse 'Academic' 'Administrative' Total 
gory 0CCU:Qation n % n % n % 

1 Government 31 14.1 11 5.0 42 19.1 
employee 

2 Lecturer/ 35 15.9 10 . 0 65 29.5 
Teacher 

3 Private 24 10.9 4 2.0 28 12.7 
4 Homemaker 71 32.2 14 6.0 85 38.6 

Total 181 82.2 39 17.8 220 100 
Note: Chi-square=2.63, df=3, p>.05 

A Chi-square test showed that there was no 

significant difference between 'Academic' and 

'Administrative' respondents in their spouse occupation 

distribution (Chi-square=2.63, df=3, 9>.05). 

Among the respondents who were interviewed, all (8 

males and 8 females) were married. While two spouses 

of the eight male respondents worked outside the home, 

seven spouses of the female respondents worked outside 

the home, and one was retired. 

The distribution of spousal occupation based on 

the gender of respondents showed that, while the 

majority of the spouses of respondents were homemakers, 

only one female respondent was in this category, and 

her husband used to work for government (see Table 

12). As for spousal occupation outside the home, the 
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majority of spouses of male respondents worked as 

Lecturers/teachers, while the majority of spouses of 

female respondents worked as government employees. 

Table 12 
Distribution of Res:Qondents by S:Qouse 0CCU:Qation and 
Sex 

Cate- Spouse Male Female Total 
gory OCCU:Qation n % n % n % 

1 Government 35 15.9 7 3.2 42 19.1 
employee 

2 Lecturer/ 59 26.8 6 2.7 65 29.5 
Teacher 

3 Private 25 11.4 3 1.4 28 12.7 
4 Homemaker 84 38.2 1 . 5 85 38.6 

Total 203 92.3 17 7.7 220 100 

Parents Education 

The respondents' parents' educational background 

was categorized into 10 groups, from no education to 

post-graduate (see Appendix D) . Of the 219 respondents 

who answered the question of "Father's education", the 

mode was primary education. Primary education was also 

the mean and median for "father's education". The 

smallest number in "father's education" category was 

some tertiary education. When sex was used to 

differentiate, primary education was the mode for 

parents' education for both male and female 

respondents, 50 (24.9%) and 7 (38.9%) respectively. 
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Education 

From 223 respondents who answered the question on 

their highest education attainment, the mode was 

"Bachelor degree" for 'academic' and 'administrative' 

categories. T-test for 'academic' and 'administrative' 

categories showed that there was a significant 

difference in their highest educational attainment 

(t=4.99, df=221, p<.05). (See Table 13) . 

Table 13 
Distribution by Highest Education Attainment and 
Position 

Highest Academic Administrative 
Educational n % n % n 

Doctoral 58 26 . 0 4 1.8 62 
Master 45 20.2 1 . 4 46 
Bachelor 78 35.0 31 13.9 109 
Secondary 2 . 8 4 1.8 4 

Total 183 82.1 40 17.9 223 
Note: t=4.99, df=22l, p<.05 

Total 
% 

27.8 
20.6 
48.9 
1.8 

100 

A t-test for highest educational attainment based 

on sex of the respondents showed no significant 

difference (t=.15, df=221, p>.05). It is interesting 

to note that while there were no female respondents who 

had not completed some tertiary education, there were 
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some males respondents without tertiary education. 

(See Table 14) . 

Table 14 
Distribution by Highest Education Attainment and Sex 

Highest Male Female Total 
Educational n % n % n % 

Doctoral 57 25.6 5 2.2 62 27.8 
Master 41 18.4 5 2.2 46 20.6 
Bachelor 101 45.3 8 3.6 109 48.9 
Secondary 6 2.7 0 . 0 4 1.8 

Total 20 82.1 40 8.1 223 100 
Note: t=.15, df=221, p>.05 

Books and Articles 

All 223 respondents answered the question on the 

number of academic books and articles written. For 

books' written, the range was from 0 to 33, with 'no 

books written' as the mode, 94 (42.2 %) . For articles 

written, the range was from 0 to 99, with 'no articles 

written' as the mode. The small number of books and 

articles being written by 'Academics' did not follow 

the Regulation No. 5/1980 which requires 'Academics' to 

write academic books as one criterion for promotion. 

From the interviews, this was seen by 'Academics' as 

one of the problems they were facing of being 
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administrators while they were still 'Academics'. This 

problem will be discussed in more detail in the 

"obstacles in pursuing a career in administrative 

position" section. 

Characteristics of Effective Senior Administrators in 

Higher Education Institutions 

General Overview 

When given an open ended questionnaire, where 

respondents were asked to spontaneously generate a list 

of characteristics perceived to be important for the 

administrators in their current positions to 

effectively perform their responsibilities, two 

respondents refused to list the characteristics because 

"There are no such characteristics that can clearly 

differentiate one effective administrator from those 

who are not" and "The characteristics are too 

complicated to be put on a piece of paper." 

The rest of the respondents listed the 

characteristics which in turn resulted in a common 

pattern as can be seen in Table 15. 
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Table 15 
List of Characteristics of Effective Senior 
Administrator in Indonesian Higher Education 
Institutions 

112 

Characteristics Frequency 
I. Self 

A. Appearance 
1. Appearance 
2. Attractiveness 

B. Ability 
1. Intelligence 
2. Knowledge 
3. Fluency of speech 
4. Adaptability 
5. Originality, creativity 

C. Objectivity 
1. Judgment 
2. Independence, non-conformity 
3. Objectivity 
4. Personal integrity, ethical conduct 
5. Resourcefulness 

D. Emotional Stability 
1. Adjustment 
2. Aggressiveness, assertiveness, alertness 
3. Enthusiasm 
4. Extroversion 
5. Self-confidence 
7. Strength of conviction 
8. Tolerance of stress 

II. System 
A. Work Commitment 

1. Achievement drive, desire to excel 
2. Drive for responsibility 
3. Enterprise, initiative 
4. Persistence against obstacle 
5. Responsible in pursuit of objective 
6. Task oriented 

III.Interaction between Self & Work Environment 
A. Self directed 

1. Ability to enlist cooperation 
2. Administrative ability 
3. Nurturance 
4. Sociability, interpersonal skills 
5. Diplomacy 

B. Other directed 
1. Prestige 
2. Social participation 

Total 

23 
1 

43 
118 

52 
18 
48 

95 
32 
76 

137 
46 

26 
15 
80 

6 
29 

7 
33 

2 
15 
46 
23 
39 
19 

36 
71 
85 
35 

101. 

23 
15 

1395 
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The pattern clustered the characteristics into 

three groups: 1) characteristics related to self, with 

4 subgroups (appearance, ability, objectivity, and 

emotional stability); 2) characteristics related to 

organizational system, with one subgroup (work 

commitment); and 3) characteristics related to the 

interaction between the administrator and the work 

environment, with 2 subgroups (self-directed and 

other-directed). 

By examining Table 15, it can be seen that some 

characteristics were noted more frequently than 

others. The most frequently mentioned (80 times or 

more) characteristics were personal integrity/ethical 

conduct, knowledge, diplomacy, judgment, nurturance, 

and enthusiasm. This was followed by another cluster 

of responses mentioned approximately 20 to 70 times. 

For example objectivity, administrative ability, 

fluency of speech, originality/creativity, 

resourcefulness, and enterprise/initiative. Finally, 

some characteristics were mentioned only rarely. For 

example physical attractiveness, achievement drive, and 

strength of conviction. 

For further investigation, this list of perceived 

characteristics necessary for effective administrators 

is reported below based on position ('academic' and 

40027

Koleksi Perpustakaan Universitas terbuka



114 

'administrative'), by sex, and by age-group (under 50 

years of age, between 50-60 years of age, and over 60 

years of age groups). 

By Position 

There was no difference in the first 10 

characteristics with the highest frequency for 

'academic' and 'administrative' respondents (see 

Appendix G for complete results). 

Table 16 
List of Characteristics of Effective Administrators in 
Higher Education Institutions 
(by Position) 

Characteristics Aca- Adminis- Total 
demic trative 

I. Self 
A. Ability 

1. Intelligence 39 
2. Knowledge 99 
3. Fluency of speech 41 

B. Objectivity 
1. Judgment 76 
2. Objectivity 61 
3. Personal integrity, 

ethical conduct 115 
c. Personality 

(Emotional Stability) 
1. Enthusiasm 62 

II. Interaction between Self 
and System 
A. Self directed 

1. Administrative ability 59 
2. Nurturance 63 
3. Diplomacy 84 

Total 699 

4 
19 
11 

19 
15 

22 

18 

12 
22 
17 

159 

43 
118 

52 

95 
76 

137 

80 

71 
85 

101 

858 
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As can be seen in Table 16, the 10 most frequently 

mentioned characteristics were mostly concerned with 

characteristics related to self and to the interaction 

between self and work environment. There were no 

characteristics related to work environment in these 10 

most frequently mentioned characteristics. Respondents 

in both 'academic' and 'administrative' positions 

relatively agreed on the importance of each 

characteristic, except for one, nurturance. 

placed nurturance slightly higher than did 

'administrative'. 

By Sex 

'Academic' 

The characteristics of effective administrators as 

ranked by the respondents based on their sex were 

slightly different (Appendix H shows the complete 

results). These different rankings also occurred in 

the 10 most frequently listed characteristics. As 

reflected in Table 17, the majority of the 

characteristics were clustered in the self-related 

group. Male and female respondents agreed with the 

ranks of characteristics in the self-related category, 

but differed in their rankings for characteristics 

related to work-environment and characteristics related 
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to interaction between self and work environment. Male 

respondents placed 'responsible in pursuit of 

objective' and 'administrative ability' lower than did 

female respondents. On the other hand, female 

respondents placed 'diplomacy' lower than did male 

respondents. 

Table 17 
List of Characteristics of Effective Administrators in 
Higher Education Institutions 
(by Sex) 

Characteristics 
I. Self 

A. Ability 
1. Knowledge 
2. Fluency of speech 
3. Originality, creativity 

B. Objectivity 
1. Judgment 
2. Objectivity 
3. Personal integrity, 

ethical conduct 
4. Resourcefulness 

D. Personality 
(Emotional Stability) 
1. Enthusiasm 

II. System 
A. Commitment 

1. Responsible in 
pursuit of objective 

III.Interaction between Self 
and System 
A. Self directed 

1. Administrative ability 
2. Nurturance 
5. Diplomacy 

Total 

Male Female Total 

105 13 118 
49 3 52 
47 1 48 

86 9 95 
68 8 76 

123 14 137 
41 5 46 

71 9 80 

34 9 43 

61 10 71 
78 7 85 
95 6 101 

858 94 952 
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By Age 

Characteristics of effective administrators as 

ranked by the respondents based on the three age groups 

(less than 50, between 50 and 60, and over 60 years of 

age) were almost the same (see Appendix I for complete 

result). Characteristics mentioned by respondents in 

the under 50 years of age group were also listed by the 

between 50-60 years of age group. From all of these 

listed characteristics, only six characteristics were 

not listed by the over 60 years of age group. 

As can be seen from Table 18, the less than 50 

years of age group and the between 50-60 years of age 

group did not consider characteristics related to work 

environment as one of the 10 most frequently listed 

characteristics, while the over 60 years of age group 

did. On the other hand, 'Intelligence' was listed as 

one of the 10 most frequently listed characteristics 

for respondents in the under 50 years old group, while 

respondents in the other two groups agreed on the 

importance of 'intelligence' but did not consider it to 

be one of the 10 most frequently listed 

characteristics. 
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Table 18 
List of Characteristics of Effective Administrators in 
Higher Education Institutions 
(by Age) 

Characteristics <50 
I. Self 

A. Ability 
1. Intelligence 14 
2. Knowledge 44 
3. Fluency of speech 21 
4. Originality, creativity 13 

B. Objectivity 
1. Judgment 35 
2. Objectivity 21 
3. Personal integrity, 

ethical conduct 45 
C. Personality 

(Emotional Stability) 
1. Enthusiasm 28 

II. System 
1. Responsible in pursuit 

of objective 13 
III.Interaction between Self 

and System 
A. Self directed 

1. Administrative ability 21 
2. Nurturance 24 
3. Diplomacy 33 

Total 312 

50-60 >60 Total 

27 2 43 
62 12 118 
27 4 52 
32 3 48 

52 8 95 
46 9 76 

76 16 137 

45 7 80 

21 5 39 

43 7 71 
53 8 85 
57 11 101 

541 82 935 

Obstacles Faced in Pursuing Administrative Careers 

General Overview 

When given an open ended questionnaire, where 

respondents were asked to spontaneously generate a list 

of obstacles they faced in pursuing administrative 

career, 89% of 223 respondents listed the obstacles. 

The rest, 11%, wrote that they have not yet faced 

obstacles in their administrative careers. 
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The obstacles listed by the 198 respondents 

resulted in a common pattern as can be seen in Table 

19. The pattern clustered the obstacles into three 

groups: 1) obstacles related to self, with 3 subgroups 

(family-related, emotional stability, and technical); 

2) obstacles related to system, with 4 subgroups 

(organizational structure, promotion, politics, and 

support system); and 3) obstacles related to the 

interaction between the administrator and the system, 

with 2 subgroups (colleagues & subordinates and 

superior) . 

By examining Table 19, it can be seen that some 

obstacles were noted more frequently than others. The 

most frequently mentioned (20 times or more) obstacles 

were ineffective organizational structure and 

communication network, time limit in one position, lack 

of support facilities, insufficient regulation and lack 

of objectivity in promotion procedure, 'primordialism' 

and nepotism & religion, and diversity of colleague & 

subordinates, and pressure from superior. 
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Table 19 
List of Obstacles Faced by Administrators in Higher 
Education Institutions 
Obstacles Frequency 
I. Self 

A. Family-related 
1. Parenting responsibilities 16 
2. Financial problems 15 

B. Emotional stability 
1. Difficult maintaining personal integrity 8 
2. Difficulties to adapt new situation 4 
3. Emotional imbalance 4 
4. Lack of aggressivity 9 
5. Lack of discipline 8 
6. Lack of initiative 3 

c. Technical 
1. Age limitation 5 
2. Difficulties in academic advancement 1 
3. Lack of communication skills 9 
4. Lack of experience 7 
5. Time limit in one position 46 

II. System 
A. Organization structure 

1. Bureaucracy 26 
2. Centralized system 7 
3. Conservatism 2 
4. Ineffective communication network 33 
5. Ineffective organizational structure 52 

B. Promotion 
1. Academic vs administrative requirement 9 
2. Insufficient regulation 31 
3. Lack of objectivity 29 
4. Lack of rewards & recognition 16 
5. Job Rotation 2 
6. 'Primordialism', Nepotism, Religion 28 

c. Politics 
1. Political factor 8 

D. Support system 
1. Lack of training & education 16 
2. Lack of support facilities 45 

III.Interaction between Self and System 
A. Colleagues & subordinates 

1. Diversity of character 23 
2. Negative perception toward woman 7 
3. Professional jealousy 17 

B. Superior 
1. Interference, pressure 25 
2. Hindrance 14 

Total 535 
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her than merit; the selection 

poin ent are based on 

positions in the unit. 

member to be promoted. 

nple of 'primordialism' is 

re one family member has power 

1 and uses it to promote or 

members to fill positions in 

.s condition, it is common to 

who acts as a head of unit 

ter, brother in law in key 

It is hard for outside family 

Another example of 

'primordialism is promotion based on race. When this 

happens, the majority of the employees, including those 

in key positions, come from a single race. Employees 

from different race find it difficult to be promoted. 

'Primordialism, can also be based on alma mater. When 

a graduate from a certain university possesses power 

for personnel decision, he or she tends to promote or 

appoint those who graduate from his/her university. 

The higher the position of a person who does 

'primordialism', the bigger the effect is. 

'Primordialism' was reported 28 times. 
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Another cluster of obstacles were mentioned 

approximately 10 to 20 times. For example, family 

situations and financial problems, lack of training for 

staff, and professional jealousy from colleagues and 

hindrance from superiors. Finally, some obstacles 

were mentioned only rarely. For example lack of 

initiative, difficulties in academic advancement, and 

lack of job rotation. 

For further investigation, this list of obstacles 

faced in pursuing administrative career is reported 

below based on position ('academic' and 

'administrative'), by sex, and by age-group (under 50 

years of age, between 50-60 years of age, and over 60 

years of age groups). 

By Position 

Both 'academic' and 'administrative' respondents 

faced obstacles in the three clusters (see Appendix J 

for complete results). Nonetheless, the 10 most 

frequently faced obstacles were clustered in those 

related to self and those related to system. 
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Table 20 
Obstacles Faced by Administrators in Higher Education 
Institutions 
(by Position) 

Obstacles Aca- Adminis Total 
demic trative 

I. Self 
A. Family-related 

1. Parenting 15 1 16 
responsibilities 

2 . Financial problems 14 1 15 
c. Technical 

1. Time limit in one 39 7 46 
position 

II. System 
A. Organizational structure 

1. Ineffective communi-
cation network 26 7 33 

2. Ineffective organi-
zational structure 47 5 52 

B. Promotion 
1. Insufficient 

regulation 24 7 31 
2 . Lack of objectivity 23 6 29 
3 . 'Primordialism', 

Nepotism, Religion 25 3 28 
c. Support system 

1. Lack of support 
facilities 37 8 45 

III.Interaction between Self and System 
A. Superior 

1. Interference, pressure 20 5 25 

Total 270 50 320 

By examining Table 20, it can be seen that both 

'academics' and 'administratives' were relatively 

agreed on the rankings of the obstacles, except for 

ineffective organizational structure. Ineffective 

organizational structure mainly related to too much 

unnecessary hierarchy in the university decision-making 
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process. 'Academics' found ineffective organizational 

structure to be the number one source of obstacle, but 

not for 'administratives'. 

By Sex 

There were differences in obstacles faced by male 

and female respondents. From 19 obstacles mentioned by 

female respondents, 18 were also faced by male 

respondents (see Appendix K) . The one obstacle 

mentioned only by female respondents was 'negative 

perceptions toward women in administrative 

positions'. 

As can be seen in Table 21, male and female 

respondents experienced obstacles differently. 

Obstacles for male respondents were clustered around 

ineffective organizational structure, lack of support 

facilities, and time limit in one position. Obstacles 

for female respondents clustered around negative 

perception toward women in administrative positions, 

parenting responsibilities, ineffective communication 

network, and lack of support facilities. 
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Table 21 
Obstacles Faced by Administrators in Higher Education 
Institutions 
(by Sex) 

Obstacles Male Female Total 

I. Self 
A. Family-related 

1. Parenting 11 5 16 
responsibilities 

B. Technical 
1. Time limit in one position 43 3 46 

II. System 
A. Organization structure 

1. Bureaucracy 22 4 26 
2. Ineffective communi-

cation network 28 5 33 
3 . Ineffective organiza-

tiona! structure 51 1 52 
B. Promotion 

1. Insufficient regulation 27 4 31 
2. Lack of objectivity 28 1 29 
3. 'Primordialism', Nepotism, 

Religion 27 1 28 
c. Support system 

1. Lack of support 
facilities 40 5 45 

III.Interaction between Self 
and System 
A. Colleagues & subordinates 

1. Diversity of character 20 3 23 
2. Negative perception 

toward woman 0 7 7 
3 . Professional jealousy 17 0 17 

B. Superior 
1. Interference, pressure 24 1 25 

Total 338 40 378 
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By Age 

Obstacles faced by respondents based on the three 

age groupings were rooted in similar clusters (see 

Appendix L) . The three age groups reported facing 

obstacles in three areas: self-related, system-related, 

and interaction between the self and the system. 

Respondents in the under 50 years of age group and 

those in the 50-60 years of age group reported 

obstacles from the same 31 sources, and differed in 2, 

job rotation and negative perception toward women in 

administrative positions. Respondents in the over 60 

years of age group reported 20 sources of obstacles. 

By examining Table 22, it can be seen that the 

three age groups highly ranked obstacles related to 

time limitation and ineffective organizational 

structure. In addition, the under 50 years old group 

and the between 50-60 years of age group agreed upon 

the obstacles related to support facilities. 
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Table 22 
Obstacles Faced by Administrators ln Higher Education 
Institutions 
(by Age) 

Obstacles <50 50-60 
I. Self 

A. Family-related 
1. Parenting 5 9 

responsibilities 
B. Technical 

1. Age limitation 1 2 
2. Time limit in one 14 28 

position 
II. System 

A. Organizational structure 
1. Bureaucracy 8 16 
2. Ineffective communi-

cation network 11 20 
3. Ineffective structure 16 30 

B. Promotion 
1. Insufficient rules 9 19 
2. Lack of objectivity 10 17 
3. Lack of rewards & 

recognition 8 8 
4. 'Primordialism', 

Nepotism, Religion 10 18 
c. Politics 

1. Political factor 2 4 
D. Support system 

Lack of: 
1. Training & education 9 7 
2. Support facilities 14 30 

III.Interaction between Self and System 
A. Colleagues & subordinates 

1. Diversity of character 5 16 
2. Negative perception 

toward woman 0 7 
3. Professional jealousy 7 10 

B. Superior 
1. Interference, 

pressure 5 16 

>60 Total 

2 16 

2 5 
4 46 

2 26 

2 33 
6 52 

3 31 
2 29 

0 16 

0 28 

2 8 

0 16 
1 45 

2 23 

0 7 
0 17 

4 25 
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Results from Interviews 

The semi-structured interviews were designed for 

two purposes. The first purpose was to obtain new 

information from both male and female administrators, 

especially relating to how they rate themselves on 

their perceived characteristics of effective 

administrators and how administrators manage their 

perceived obstacles. In addition, female 

administrators would be probed about being women and 

holding senior administrative positions. The second 

purpose was to supplement the questionnaire as well as 

to verify information reported in it. 

Accordingly, results from interviews are organized 

into 4 sections, 1) general overview, 2) respondents' 

self-rating to the set of characteristics of effective 

administrators, 3) respondents' ways of managing 

obstacles faced in pursuing administrative career, and 

4) female respondents' feeling about being women in 

their current administrative positions. 

General OVerview 

Interviews were conducted with 7 senior 

administrators, 7 'academic' and 2 'administrative', 

from 4 higher education institutions in Jakarta and 

Boger: Universitas Indonesia (University of Indonesia, 

UI); Institut Keguruan dan Ilmu Pendidikan Jakarta (The 

40027

Koleksi Perpustakaan Universitas terbuka



129 

Jakarta Institute for Teacher Training, IKIP Jakarta); 

Institut Pertanian Bogor (Bogor Institute of 

Technology, IPB); and Universitas Terbuka (The 

Indonesian Open Learning University, UT). 

These 16 interviewed-respondents were first asked 

to fill out the questionnaire. After filling out the 

questionnaire, the respondents were given explanations 

on issues which would be asked in the interviews. 

Further, the respondents were also asked to provide any 

written documents related to the issues. Four female 

respondents handed out their campaign materials 

prepared for their current positions. 

During the interviews, the researcher took notes 

and at the end of interviews asked the respondents for 

clarification of their answers. This clarification 

served as one means for respondents to verify the 

results of interviews, which helps to validate them 

(Marshall & Rossman, 1989). 

From interviews and additional written materials 

given accordingly, comparisons and contrasts between 

the eight male and eight female respondents were made 

regarding how they rate themselves on their perceived 

characteristics for effective administrators and how 
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patterns will be presented first, followed by unique 

cases. 
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Respondents' Self-rating on the Characteristics of 

Effective Administrators 

From the total of 16 administrators, 15 

administrators rated themselves high in the set of 

characteristics, and one male respondent rated himself 

moderate in the set. Except for one male respondent, 

then, there were no differences in male and female 

respondents on how they rate themselves in the 

perceived characteristics at the time of the 

interviews. The 16 administrators all believed that 

they possess, to some degree, the basic characteristics 

necessary to perform effectively in their positions. 

One respondent echoed this when he said "I can only be 

in my current position because I possess the necessary 

characteristics". 

While there was no difference between male and 

female respondents, except for one male respondent, in 

their self-rating, five female respondents reported 

that was not the case in their earlier career stage. 

One female respondent put it as "I was not too 

satisfied with myself in the beginning of my service". 
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To provide more insight into the respondents' 

self-ratings on the perceived characteristics necessary 

for effective administrators, comparisons and contrasts 

of the male and female respondents were based on each 

cluster of characteristics (related to self, related to 

organizational system, and related to interaction 

between self and work environment) . 

Due to the nature of the questionnaire and the 

interview, comparison and contrast were not always 

possible. The spontaneously generating approach used 

in the questionnaire allowed each respondent to come 

out with a different set of specific characteristics. 

Accordingly, respondents who saw the importance of 

specific characteristics were asked to do the 

self-ratings on those characteristics. On the other 

hand, respondents who did not see the importance of the 

specific characteristics would not be asked to do the 

self-rating on those characteristics. 

Characteristic Related to Self 

In general, all of the 16 male and female 

respondents rated themselves high in the set of 

characteristics related to self. The respondents 

believed that they possessed ability, proficiency, and 

emotional stability necessary to be able to function 

effectively in their current positions. Nonetheless, 
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characteristics. 
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The following sub-sections present commonalities 

and differences between male and female respondents 

concerning their self-ratings on the specific 

characteristics related to self. 

Appearance. 

Of the 8 male interviewed respondents, one saw the 

importance of appearance but the other 7 did not. 

Considering the 8 females interviewed, 5 agreed on the 

importance of appearance, while the other 3 did not. 

The 1 male and 5 female respondents who saw the 

importance of appearance, rated themselves high in this 

characteristic. One male respondent illustrated this 

viewpoint when he stated, "My appearance perfectly 

reflected the image of my institution which is 

important because my work related heavily to 

coordination with other institutions." He added that 

the way he chose and wore his clothes congruent with 

intellectuality inherent in his work in university. 

One female respondent stressed the necessity to avoid 

clumsiness in her appearance because "my institution 

(university) connotes organized and well-planned 

activities." All five female respondents had the same 
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attitude and concern, which was well represented by a 

female respondent when she said "I am positive that I 

reflect the image of my institution." 

Ability. 

All 8 male and 8 female respondents saw the 

importance of characteristics related to abilities. 

Seven of the male respondents rated themselves high in 

the characteristics, and 1 only rated himself 

moderately, especially in adaptability. He reported 

the difficulties of being shifted from administrative 

positions to academic and then back to administrative, 

especially at his age "I am too old to be able to adapt 

to new situations." 

All of the 8 female respondents rated themselves 

high in their abilities' characteristics. One female 

respondent who was typical of the viewpoint stated by 

others noted that "I deserve my current position 

because I possess the knowledge ... necessary to 

carry out the work." Two female respondents reported 

that even though they, at the time of interviews, rated 

themselves high in their ability to communicate, that 

was not the case in their earlier stage of career as 

administrators. They needed to redevelop and refine 

their communication skills. They remarked that they 

40027

Koleksi Perpustakaan Universitas terbuka



134 

possessed the corrununication skills "to be a lecturer, 

but I need a rather different corrununication style if I 

want to succeed in administrative positions." 

Objectivity. 

All of the interviewed respondents saw the 

importance of objectivity and rated themselves high in 

this regard. One male respondent illustrated this 

viewpoint when he stated, "I survive in my position 

because I try to be objective, ... and maintain my 

integrity." A female respondent underscored the 

importance of objectivity when she said "I have to 

prove that I am independent, which I believe I am, 

before they (others) acknowledge me." 

Emotional stability. 

All of the 8 male and 8 female interviewed 

respondents agreed on the importance of emotional 

stability and rated themselves high in these emotional 

stability's characteristics. A female respondents 

echoed others' when she stated that "being involved 

with a wide variety of people, ... , I have to be sure 

that I am emotionally stable." 

A male respondent mentioned that being an 

extrovert person was one reason for him to be in his 

present position. Three male respondents believed that 

they possess aggressiveness and self-confidence. 
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One female respondent did not see extroversion as 

an important characteristic for effective 

administrators, although she believed she was extrovert 

but "It does not influence my capacity (as an 

administrator)." 

Characteristics Related to Organizational System 

In general, all of the 16 male and female 

respondents interviewed rated themselves high in the 

set of characteristics related to work environment. 

The respondents believed that they possessed work 

commitment necessary to be able to function effectively 

in their current positions. Nonetheless, differences 

in self-ratings between male and female respondents did 

occur in some specific characteristics. 

The following sub-sections present commonalities 

and differences between male and female respondents 

concerning their self-ratings on the specific 

characteristics related to work environment. 

Work commitment. 

All of the 8 male and 8 female respondents saw the 

importance of work commitment and rated themselves high 

in the commitment to work. They believed that they 

were responsible, demonstrated initiative and 

persistence and were task oriented. A male respondent 

echoed the beliefs of both male and female respondents, 
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. .. I 

believe I have what it takes to achieve my department's 

objectives." 

Persistence against obstacles was seen as 

important. This issue will be explored in more detail 

in the section on the obstacles faced by 

administrators. 

Characteristics Related to the Interaction between Self 

and Work Environment 

In general, all of the 16 male and female 

interviewed respondents rated themselves high in 

characteristics related to the interaction between self 

and work environment. All interviewed respondents 

believed that they possessed the interaction 

characteristics necessary to be able to function 

effectively in their current positions. Nonetheless, 

differences in self-ratings between male and female 

respondents did occur in some specific 

characteristics. 

The following sub-sections present commonalities 

and differences between male and female respondents 

concerning their self-ratings on the specific 

characteristics related to the interaction between self 

and work environment. 
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Self-directed. 

All 8 male and 8 female respondents saw the 

importance of the interaction related characteristics 

and rated themselves high in these characteristics. 

They believed they can influence others to work with 

them to achieve the organization's objectives. A male 

respondent echoed the beliefs of both male and female 

respondents when he said that "I possess interpersonal 

skills needed to allow every individual to contribute 

their best to the system." 

In administrative ability, 7 of the male and 8 of 

the female respondents rated themselves high as a male 

respondent put it, "It is just like a second nature for 

me." The one exception of one male respondent rated 

himself as 'not too high' because of his lack of 

experience and training in the administrative field. 

There were, however, two reported variations as to 

how 6 of the 8 women felt they become self-directed. 

First, 3 of the 8 female respondents mentioned being 

trained as 'housewife' on how to manage things. The 

others believed they possessed administrative ability 

because they worked hard for it, "I will not be here 

(in her current position) if I am not push myself to 

enhance my administrative ability." The remaining two 
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women offered reasons that parallel those given by the 

seven males. For example, one of the two noted, "I 

just felt comfortable with my administrative ability." 

Other-directed. 

All of the 16 interviewed respondents saw the 

importance of these other-directed related 

characteristics. All of the 8 male and 8 female 

interviewed respondents saw the importance of 

characteristics related to social participation ("I am 

comfortable working with other people"). All male 

respondents rated themselves high in these 

characteristics, while 6 female respondents rated 

themselves high and 2 female respondents rated 

themselves moderately. One female respondent was 

concerned about her uneasiness "although I do not let 

it out" every time she had to engage with others in 

social occasions. The other female respondent felt 

comfortable relating herself with others in formal 

situation, but not in informal ones, "It is difficult 

to be involved in 'discussions' when you do not feel 

welcomed." 
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In general there were two ways in which the 

respondents managed obstacles: 1) approach the 

obstacles as challenges that should be overcome, and 2) 

approach the obstacle as something that cannot be 

changed. Both male and female respondents used both 

these approaches. Their choice of approach depended on 

the nature of the obstacle being addressed. 

To provide more insight on how the respondents 

managed their perceived obstacles, comparison and 

contrast between male and female respondents were done 

based on each cluster of obstacles (related to self, 

related to system, and related to interaction between 

self and system) . 

Due to the nature of the questionnaire and the 

interview where obstacles were generated by the 

respondents, group comparisons and contrasts were not 

always possible. Respondents who experienced a 

self-defined set of obstacles described their ways of 

overcoming theirs. There was a lack of commonality in 

the lists, thus, it is unknown how respondents might 

have addressed obstacles they have never met. For 
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varied between male and female respondents. Family 

responsibilities have had a great impact on women. 

Obstacles Related to Self 
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Obstacles related to the self were reported by 4 

male and 8 female respondents. One male respondent 

noted obstacles related to financial restriction, while 

3 male experienced obstacles related to their emotional 

stability. All females noted obstacles related to 

parenting responsibilities. 

Further examination of each of the obstacles 

reveals similarities and differences on how respondents 

managed their obstacles faced in pursuing 

administrative careers, as shown in the following 

sub-sections. 

Family-related. 

No male respondent had experienced obstacles 

related to their parenting responsibilities. On the 

other hand, all 8 female respondents faced obstacles 

concerning being a wife and a mother. One Dean well 

represented other female respondents concerned when she 

stated that: 
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"First I am a mother, a function that cannot be 
replaced by anything. Second, I am a wife, a 
function that actually can be replaced but because 
it was my decision to marry my husband it is my 
responsibility to be with him. Third, I am all 
but mother and wife" 

Having a career was not a high priority for the 

female respondents, except for one. Nevertheless, the 

seven female respondents agreed that this does not mean 

that they stopped pursuing their careers. All of the 

female respondents, including the one who is determined 

to have a career, knew they would have to make 

adjustments to accommodate their priorities. All of 

the 8 female respondents worked before they got 

married. Once they had a child, six female respondents 

shifted their jobs to one which offered more time 

flexibility, being a lecturer. One female voiced the 

viewpoint of others by saying in "being a lecturer, I 

do not have to be away from my children all day. 

some of my responsibilities as lecturer can be done at 

my own home." Two of the female respondents quit their 

jobs and waited until their children were old enough 

("I waited until my boys were 8 and 10 years old") 

before re-entering the work place. 
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The female respondents did not consider these 

choices as sacrifices, as reflected by a respondent who 

said that: 

11 I can not forget the day my oldest son came from 
school, yelling out loud from the front door 
'mother, I am ranked first in my class' smiling 
wide and waving his report card. Tears ran down 
my face, thank God I was here for my son. I could 
not imagine how he would feel, not finding his 
mother at home when he needs her. That time I 
promised myself not to miss another similar 
situation 11

• 

By the time these female respondents engaged in 

their administrative positions, their children (who 

were the primary reason that prevented the female 

respondents from pursuing their careers) had grown up. 

Their spouses had also established their careers. 

Family situation, then, did not remain a source of 

obstacles. 

One female respondent set her priorities 

differently to avoid family-related obstacles in her 

career. She knew what she wanted from the beginning, 

and found a husband who supported her in her career. 

Being brought up in a religious family, she had certain 

beliefs about the responsibilities of being a wife and 

a mother. On the other hand, her schooling and 

socialization encouraged her to become a career woman. 
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In order to combine the two, she looked for and found a 

husband who could accommodate her beliefs and 

aspirations. 

As evidenced by the age of the female 

administrators (6 of the 8 women interviewed were 7 to 

12 years older than men in parallel ranks) , parenting 

responsibilities delayed career progress. In another 

case, a woman could not move upward in terms of her 

academic rank because she did not possess a doctoral 

degree. She chose not to pursue this degree because 

her husband did not possess one. "I tried not to make 

him feel inferior to me; not only from his point of 

view, but also from society's point of view." She did 

nothing to address this shortcoming, believing she 

would not overcome this obstacle. 

Obstacles rooted in financial restrictions were 

only reported by one of the eight male respondents and 

by none of the female respondents. The one male noted 

his family expected him to earn a higher income. He 

did nothing about this problem; hoping his family would 

eventually come to terms with his financial status. 

Emotional stability. 

Eleven of 16 respondents did not report obstacles 

related to emotional stability, which are concerned 

with maintaining personal integrity, adaptation, 
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emotional imbalance, aggressivity, and discipline. The 

5 respondents, 2 males and 3 females, who reported 

obstacles related to emotional stability were concerned 

with difficulties they faced in maintaining their 

personal integrity. These five respondents were proud 

of their integrity, which made it more difficult for 

them to face the obstacle. One male respondent 

reported that "It is really hard to maintain your 

integrity if you are surrounded with 

'opportunities' ... ", which was underscored by the 

other male respondent with "It is especially hard .... 

because you are the only one who knows what you are 

doing." The three females shared the same beliefs. To 

overcome this obstacle, the respondents tried two 

approaches; 1) making all decisions transparent for 

everyone and 2) spiritually bringing themselves closer 

to God. 

Technical. 

Obstacles related to technical problems concerned 

with age and time limit in administrative positions, 

difficulties in academic advancement because of 

responsibilities as administrators, lack of 

communication skills, and lack of experience. Twelve 

of 16 respondents did not report obstacles related to 

technical situations. Four respondents, 2 males and 2 
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females, reported obstacles related to difficulties in 

academic advancement and lack of experience in the 

administrative field. The two males and two females 

who reported difficulties in their academic advancement 

believed that the responsibilities of administrators 

had consumed the majority of their time. There was no 

time left for their academic life. The necessity to 

earn credits from teaching and conducting research 

while at the same time responsibilities as 

administrators have to be carried out was seen as an 

obstacle. Although they managed to catch up with the 

latest developments in their field, their academic 

promotions were not as fast as they wanted. This 

caused a problem because they did not have an intention 

to quit their administrative position, as one female 

respondents stated "I work very hard to be recognized 

and acknowledged in my position, I do not want to give 

it up." 

Other respondents who did not suffer from their 

dual-role responsibilities (administrators who were 

also academicians) utilized the combination of these 2 

approaches, 1) designated certain time for their 

academic activities and 2) had assistants to help with 

their academic activities. One female respondent wrote 

scientific articles for her Department Journal, and 
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said that "It serves two purposes. On the one hand, it 

helps me catch up with the latest research; and on the 

other hand, it forces lecturers in my department to do 

the same." 

One male respondent who also reported an obstacle 

related to his lack of experience in the administrative 

field felt the necessity to go through training, "The 

fact that I am an expert in management sciences did not 

automatically made me an expert in the practice." As 

the time passed by, he gradually managed to overcome 

the obstacle. 

Obstacles Related to Organizational System 

Obstacles related to the system were experienced 

by all of the 8 male and 8 female respondents. Seven 

male and 7 female respondents found obstacles rooted in 

organizational structure. Three male and 2 female 

respondents experiences obstacles related to promotion 

procedures. All respondents faced obstacles related to 

the support system. 

Further examination of each obstacle reveals some 

similarities and differences on how respondents managed 

their obstacles in pursuing their administrative 

career, as shown in the following sub-sections. 
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Organizational structure. 

Four male and 5 female respondents experienced 

obstacles resulting from the bureaucracy both in their 

institutions and in the superstructures (Directorate of 

Higher Education, Department of Education and 

Culture). One respondent voiced others' concerns when 

he mentioned that the bureaucracy" ... was very 

frustrating because it slows down our pace of work." 

The four male and 5 female respondents believed in the 

bureaucracy; it was the people in the system that made 

bureaucracy fail to work, "I am sure that if all 

regulations are followed properly, our bureaucracy 

system will work effectively", stated one respondent. 

To overcome obstacles related to this 'bureaucracy', 

the 4 male and 5 female respondents used two approaches 

simultaneously, 1) allowing enough time for issues that 

need to be consulted to the superstructure, and 2) 

finding ways to accomplish goals without having to deal 

with the superstructure. 

Ineffective communication network within the 

institution and between institutions and 

superstructures were also reported as a source of 

obstacles for 7 male and 7 female respondents. 

Ineffective formal communication networks forced the 

male and female respondents to build and enhance their 
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informal channels. This way, the respondents gained 

addition benefits, "some information is just received 

faster through this informal channel ... ", " ... wider 

access to what was, is, and will be going on in the 

Department (of Education and Culture)." 

Promotion. 

Obstacles related to promotion, regulations and 

procedures, were reported by 5 respondents, 3 males and 

2 females. Two males and 2 females were concerned 

about difficulties to fulfill their academic and 

administrative requirements as stated in the 

regulations (see 'Technical' section for more 

findings) . 

One male respondent experienced an obstacle rooted 

in primordialism, a situation where promotion is 

granted based on factors other than merit. It 

prevented him from attaining an administrative 

position. Aware that he could not change the 

situation, he tried, and succeeded, to be posted to 

another university with less emphasis on primordialism. 

Support facilities. 

All respondents experienced obstacles related to 

lack of support facilities, both human facilities 

(staff) and infrastructure (technology and physical 

facilities). Obstacles related to staff were mostly 
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concerned with lack of skills and lack of motivation. 

To overcome lack of skills, two approaches were used 

simultaneously, 1) provide training to increase skills 

("Our Department (of Education and Culture) has a 

special unit for training and education; why not use 

it?"), and 2) provide step-by-step manuals for routine 

activities. To increase motivation, 4 male and 5 

female respondents encourage the sense of belonging. 

One male respondent showed his staff the importance of 

their work and set an example for his staff on how to 

work effectively and efficiently. One female 

respondent did the same thing, and stated that she 

" ... set an example of myself doing things in a 

well-planned and well-organized manner." 

Obstacles from insufficient infrastructure were 

faced by 3 male and 2 female respondents. All of them 

tried to make the best out of what they had. 

Obstacles Related to the Interaction between Self and 

Organizational System 

Obstacles related to the interaction between self 

and system were only experienced by 5 female 

respondents. No male reported obstacles related to the 

interaction between self and system. The 5 female 
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respondents experienced being negatively perceived on 

their administrative abilities. No respondent reported 

obstacles rooted from their superiors. 

Below is an examination of how female respondents 

manage being unfit for their administrative position. 

Negative perception toward women. 

Considering the 8 females interviewed, 5 

experienced negative perception of their abilities as 

administrators, while the other 3 did not. These 3 

females did not find themselves to be perceived 

negatively, although they were aware that other female 

administrators suffered from these negative 

perceptions. 

The cost for this negative perception was wisely 

put by one respondent " ... rather than using our (female 

administrators) energy to fight this perception, it 

would be better to use it to enhance our performance." 

Approaches the 5 female respondents used to overcome 

this obstacle of negative perception were ignoring the 

perception (2 respondents) and making adjustments to 

eliminate the negative perceptions (3 respondents) . 

None of the 5 female respondents tried to fight 

the negative perception. This might be because, as one 

respondent put it, " ... deep in our (women) minds, we 

can feel that administrative positions do not belong to 
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us." Two female respondents who experienced and tried 

to ignore the negative perception chose to do so 

because they believed that the perception was difficult 

to change. One respondent believed that" ... a first 

priority for a woman is her family . ... career should 

not jeopardize my family"; and the other one said "Look 

at me. I waited until my children were old enough to 

take care of themselves before focusing on my career. 

Now I am here {in her position) . " 

Three out of 5 female respondents who experienced 

being negatively perceived as administrators and made 

adjustment did so to show those with negative 

perceptions that they were wrong. These female 

respondents did not think they wanted to spend a lot of 

energy to fight the perception; but on the other hand 

they felt they had to do something. One female 

respondent described it as " ... being as tough as men 

and ready to be treated as men." In order to prove 

that she has the quality of 'good' administrator, she 

even had to go bare-footed when inspecting a new 

location for her university development. 
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" ... Usually I keep a spare pair of shoes in my 
car. But that day I just arrived from a seminar 
out of town, wearing high-heeled shoes. I was not 
ready for an inspection to a new site of our 
campus development,; it was a last minute plan. 
In order to keep up with other (men) who inspect 
the site, I took off my shoes ... I did not want 
to give the impression that I am weak." 

Female Respondents' Feelings about being Women in Their 

Current Position 

General Overview 

To examine how female respondents felt about being 

women in their current positions, the 8 female 

respondents being interviewed were asked the question. 

All of the 8 female respondents being interviewed were 

comfortable in their positions. They had worked for 

more than 20 years, and they had been in their current 

position for at least 4 years, except one who had just 

started her service. They thought they knew their way 

around. They had established their positions in their 

work environment. 

However, they mentioned obstacles they had to 

encounter before they could feel the way they feel now. 

Six of 8 female respondents agreed that being a woman 

in a senior administrator's positions was difficult in 

terms of gaining legitimacy from the system and 
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this present study concerning legitimacy and 

role-conflict. 

Legitimacy 

Six of 8 female respondents being interviewed 

agreed that the most difficult time in being an 

administrator began when they pursued their first 

administrative position. Rarely did superiors, 

colleagues, and other support staff provide 

encouragement. Or as one female respondent put it: 
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" ... they looked at me like I am out of my mind. And 

this was only 5 years ago. Only after they had my 

proposal, they started to back me up ... until finally 

I was appointed, over 3 male candidates." These 6 

female respondents stressed the importance of proving 

their ability which was crucial to winning legitimacy. 

One female respondent echoed the other five female 

respondents who shared the same concern on legitimacy 

when she stated that "I had to prove that I am as 

capable as men, often twice as capable, before they 

offered me the jobs." 

Once the female administrators achieved 

legitimacy, things became more manageable, because, as 

one female respondent mentioned, " ... we, then, can 

focus our attention on our jobs." That does not mean 
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that the female respondents were free from the negative 

perception toward their administrative abilities. 

Their performance had to be maintained at a high level, 

in order not to lose the legitimacy. 

These female respondents learned to identify 

behaviors which tend to disqualify women from 

acceptance into the fraternity of administrators 

(" ... do not ever, ever, use your children as an excuse 

for rejecting tasks", " ... never show hesitation"). 

Role-conflict 

All 8 female respondents experienced role-conflict 

at the first stage of their careers. As their children 

grew up, the time previously dedicated to their 

children then could be used to build up their careers 

without the necessity of feeling 'guilty'. 

All female respondents felt the existence of 

double standards regarding family responsibilities 

which are subscribed to not only by society but also by 

the individuals themselves. They, in contrast to their 

male counterparts, felt themselves to be adding an 

additional role, the career role, to that of their 

domestic roles. All of the female respondents believed 

their familial roles were supposed to take precedence 

since they were expected to take primary 

responsibility for the family. This was even true for 
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one female respondent who placed her career high in her 

priority, "I know I want to be a career woman. My 

marriage can not stop me from reaching that. But I 

have to fight myself every time demands from my work 

conflicted with those of my family." 

Four of the female respondents experienced 

conflicts of choosing being called competent or being 

identified as female. 

Summary 

A total of 29.9% of senior administrators in state 

higher education institutions in Indonesia responded to 

a questionnaire designed to identify characteristics of 

effective senior administrators in the institutions and 

to identify obstacles faced in pursuing an 

administrative career in the institutions. Additional 

information concerning personal and professional 

characteristics was also addressed in the 

questionnaire. 

In order to gain more insight into the issues, 

semi-structured interviews were conducted with 8 male 

and 8 female respondents, paired based on position, to 

obtain information relating to how these administrators 

rate themselves on their perceived characteristics of 

effective administrators and how administrators manage 

their perceived obstacles. In addition, the 8 female 
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concerning their feeling about being women in their 

positions. 
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Looking at respondents' personal information from 

the returned questionnaire, a general pattern emerged. 

Male respondents outnumber female respondents. The 

majority of the respondents were between 50-60 years 

old, married with children, had homemaker and 

lecturers/teachers as spousal occupations, and had 

parents with elementary educational background. 

Professional information from the respondents 

revealed that the mode of education attainment was a 

bachelor degree; the majority of respondents wrote no 

books and no articles, although some had written up to 

33 books and 99 articles. 

From the returned questionnaire, where the 

respondents were asked to spontaneously list 

characteristics of effective administrators, 3 common 

patterns resulted; characteristics related to self, 

related to organizational system, and related to 

interaction between self and organizational system. 

Examining these sets of characteristics based on 

position, sex, and age revealed some similarities and 

differences. Based on position, 'academic' and 

'administrative' relatively agreed to the nature of 
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characteristics and their ranking, except for one, 

nurturance. 'Academic' placed nurturance higher than 

did 'administrative'. Based on sex, similarities 

occurred for some characteristics, and differences 

occurred in another characteristics. Some 

characteristics which were listed more frequently by 

males (e.g. responsible in pursuit of objective) were 

not listed that often by female respondents; and vice 

versa. Based on age, relatively the three age groups 

agreed on the nature of characteristics and the 

~ankings, except for characteristics related to work 

environment. Mature respondents saw the importance of 

the characteristics, but not the under 50 and the 

between 50-60 years old groups. 

Respondents also were asked to generate obstacles 

they faced in pursuing an administrative career. Again 

3 common patterns were identified: those related to 

self, those related to system, and those related to 

interaction between self and system. 

Taking a closer look at these obstacles, based on 

respondents' position, sex, and age group, revealed 

some similarities and differences. Based on position, 

'academic' and 'administrative' faced similar sources 

of obstacles, except in ineffective organizational 

structure. 'Academic' experienced obstacles from 
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ineffectiveness of organizational structure, but not 

'administrative'. Based on sex of the respondents, 

differences occurred in both the nature of the 

obstacles and the ranking. Obstacles often faced by 

male respondents (e.g. ineffective organizational 

structure) were not a big concern for female 

respondents. On the other hand, major obstacles of a 

big concern for female respondents (e.g. parenting 

responsibilities) were experienced only rarely by male 

respondents. Based on age group of the respondents, 

the three age groups faced similar obstacles, except 

one for those over 60 years where they rarely face 

obstacles related to support facilities. 

From interviews conducted with 8 male and 8 female 

administrators, information concerning the respondents' 

self-rating of the characteristics of effective 

administrators and the respondents' ways to manage 

obstacles faced were gathered. Examining information 

on the self-rating revealed that both male and female 

respondents rated themselves highly in the set of 

characteristics. This was the case for the three 

cluster characteristics, those related to self, those 

related to system, and those related to interaction 

between self and system. 
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There were 2 approaches used simultaneously by 

respondents to manage obstacles they faced, approach 

the obstacles as challenges that should be overcome, 

and approach the obstacle as something that can not be 

changed. The use of the approach depended on the 

nature of the obstacles. 

In exploring female respondents' feelings about 

being women in their current positions, it was found 

that even though the respondents were now comfortable 

in .their positions, they had previously had to face 

years of battle. Being a woman and having a career was 

difficult because of the difficulties of gaining 

legitimacy in the system and the difficulties of 

role-conflicts. 
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Chapter 5: DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS 

Discussion 

Five questions were addressed in this study. This 

Discussion section is divided based on these 

questions. The first two questions are discussed based 

on the findings from questionnaire. The other three 

questions are based on findings from interviews. 

What Are the Characteristics of Effective Senior 

Administrators in Higher Education Institutions? 

In total, there were 32 characteristics of 

effective senior administrators, ranged from those 

related to self, organizational system, and interaction 

between self and organizational system. These findings 

show the importance of the relationship between 

individuals and their environment, although as 

indicated by the frequency of the characteristics, the 

focus is apparently on the self, the individual. 

Examining each of the characteristics, some of 

these characteristics were noted more frequently than 

others. The most frequently occurring characteristics 

were personal integrity, objectivity, knowledge, 

diplomacy, judgment, nurturance, and enthusiasm. 

Respondents placed integrity and objectivity high 

in the set of characteristics as reflected by their 

high frequency. This is consistent with what Chapman 
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(1991) found in his study, individuals can behave 

effectively in a system that can accommodate their 

valueS. Integrity and objectivity is highly valued in 

higher education (Nainggolan, 1986), thus, objective 

administrators would fit into the system and act 

effectively. 

Bennis and Nanus (1985) stressed the necessity of 

power for administrators. In higher education 

institutions, power is knowledge. To function 

effectively as administrators in higher education 

institution, then, knowledge plays an important role. 

Diplomacy which was listed frequently by 

respondents was also found to be an important 

characteristic in an earlier study (Conway, 1990). 

Moreover, Fullan (1992) found the necessity for 

administrators to possess interaction skills. 

The existence of nurturance as one of the most 

frequently mentioned characteristics in the present 

study contradicts findings from earlier studies which 

stressed the importance of administrators to be tough 

(Dix, 1987; Brenner et al., 1988). However, it is 

parallel with Bass' (1981) study that indicated the 

necessity to soften one's concern for group performance 

by nurturance behavior. 
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Interesting enough, only 2 out of 8 

characteristics used by the Indonesian government to 

assess one's ability for promotion are included in 

these most frequently mentioned characteristics. It 

should be useful to inquire more about how 

administrators see the other six characteristics. 
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Some characteristics of effective administrators 

found in earlier studies were not mentioned in the 

present study. They include conflict management 

ability (Bernstein, 1989; O'Lone, 1989; White & Bednar, 

1989); empowerment capacity (Stewart, 1989; Bennis& 

Nanus, 1985); vision (Tichy & Devana, 1986); and 

risk-taking capacity (White & Bednar, 1989). Why this 

happens is not explored in the present study. 

Based on sex of the respondents, there are 2 

interesting findings revealed from the list of 

characteristics of an effective administrator. The 

first relates to similarities and differences in 

characteristics between those listed by male and those 

listed by female administrators. The second relates to 

differences in the ranking of characteristics, as 

reflected by their frequency, that were mentioned by 

both male and female respondents. 
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All characteristics mentioned by male respondents 

were also mentioned by female respondents, except for 

attractiveness, achievement drive, and task 

orientation. With these three exceptions, male and 

female respondents agreed on characteristics of 

effective administrators. This finding is consistent 

with other studies (Schein, 1975; Brenner et al., 1988; 

Heilman et al., 1989) where men and women have agreed 

on characteristics ascribed as important to 

administrator effectiveness. 

The fact that attractiveness was not mentioned by 

female respondents is consistent with an earlier study 

by Marshall (1985) where she found that women 

administrators saw that covering their marginality and 

ascribing deviance would help them to move upward in 

administrative career. Non existence of attractiveness 

is also congruent with a more recent study by Heilman 

et al. (1993), which resulted in rejection of like 

others in minority groups when the minority status 

carries with it negative connotations about the self. 

The finding that female respondents in the present 

study did not place a high value on the "feminine" 

characteristic of attractiveness reflects what Biklen 
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(1980) found in her study. Women attempting to succeed 

in traditionally male fields either are judged as 

competent and unfeminine or incompetent and feminine. 

No female respondent mentioned achievement drive 

as one characteristic that differentiates effective 

administrators from those who are not. This 

contradicts findings from earlier studies which 

indicated that women were more concerned about 

achievement than men (Betz, Fritzgerald, & Hill, 1987; 

Weiner, 1985). However, a more recent study found that 

achievement motive for men and women was similar 

(Elizur & Beck, 1993). 

Task orientation was another characteristic not 

mentioned by female respondents which has been reported 

as lower for women than for men (Childress, 1986; 

Foster, 19 86) . This c.ould explain why no female 

respondents listed this characteristic. However, a 

more recent study by Hughes and Lowe (1993) attributed 

women's lower tasks to their lower educational level, 

which is not the case in this present study. Female 

and male respondents in this present study possessed 

similar educational background. 

In addition to the commonalities with men, the 

present study noted differences in rankings attributed 

to some of the characteristics mentioned by both male 
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and female respondents. These include characteristics 

where male respondents placed the characteristics lower 

than did female respondents (resourcefulness, 

responsible in pursuit of objective, and administrative 

ability) and characteristics where female respondents 

placed the characteristics lower than did male 

respondents (nurturance and diplomacy) . 

Earlier studies found both similarities and 

differences between men and women in terms of how they 

perceive certain characteristics. Resourcefulness and 

administrative ability were perceived to be important 

for both men and women (Heilman et al., 1989; Jabes, 

1980; Wiley & Elkinson, 1982). 

One reason why female respondents placed 

nurturance lower than did men might be related to 

females believing they must choose between being 

incompetent and feminine or competent and unfeminine 

(Biklen, 1980). By mentioning nurturance, a "feminine" 

characteristic, female respondents showed their 

feminine side, but at the same time send a message of 

not being too feminine by not placing the 

characteristics high in rank. On the other hand, the 

fact that nurturance was mentioned contradicts findings 
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characteristic that differentiates effective 

administrators from those who are not (Dix, 1987). 
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It is interesting to note that differences in 

communication ability between men and women found in 

other studies (Helgelsen, 1990; Mitchell, 1990) did not 

occur in the present study. 

What Obstacles Are Faced in Reaching Current 

Senior Administrative Position? 

In total, there were 32 obstacles faced by 

administrators in pursuing their administrative 

careers, related to the self, system, and interaction 

between self and system. The most frequently reported 

obstacles were ineffective organizational structure, 

lack of support system (personal and structure) time 

limit in one position, promotion procedures, and 

interaction with superiors. 

Earlier studies found that ineffective 

organizational structure can cause obstacles because 

it blocks information flow (Foster, 1986), slows down 

the work (Glickman, 1991), and encourages passitivity 

(Watkins, 1989). The blocking of information can 

affect data and information availability which is 

important for decision making. Decisions based on 
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incomplete information might result in negative impact, 

which in turn could influence the administrators' 

performance. 

Slowing down the work, which in turn prevents 

administrators from meeting deadlines, is also caused 

by lack in support system. As in other organizations, 

administrators in higher education institutions need 

qualified staff and sufficient technology in order to 

function effectively (Government Regulation No. 

30/1990). 

The Indonesian government restricts the length of 

time that any person can hold any administrative 

position to two terms, each term being 4 to 5 years. A 

number of administrators felt that this arbitrary time 

limit did not allow them sufficient time to achieve 

positive results. The rationale offered by some of the 

administrators for needing extra time was that they 

lacked experience. This lack of experience in 

administrative positions meant that these 'academic' 

respondents required some time to get accustomed to 

their administrative responsibilities. 

Promotion is widely proven to be related to job 

satisfaction and commitment (Chao, 1990, Tremblay et 

al., 1992), and to decrease work-related stress (Elsass 

& Ralston, 1989). Ineffective promotion procedure is 
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also related to plateauing condition which can affect 

administrators' work attitudes and performance 

(Ettington, 1992). 

Interaction with one's superior plays an important 

role because of power the superior has over the 

administrators (Bennis & Nanus, 1985). Interference 

and pressure from a superior might trigger conflict 

which in turn could affect achievement. 

Based on sex of the respondents, similarities and 

differences occurred in the obstacles faced in pursuing 

administrative careers. Both male and female 

respondents faced obstacles related to self and 

organizational structure. The majority of the 

obstacles were related to organizational structure, 

e.g. promotion and support system. It is congruent 

with earlier studies which found that a bad system 

affected all involved in the system (Block, 1987; 

Conger, 1989). 

In terms of differences between male and female 

respondents, male respondents experienced obstacles 

related to professional jealousy, but not female 

respondents. On the other hand, female respondent 

experienced negative perception toward their 

administrative ability, but not male respondents. 

Professional jealousy used to be a problem related to 
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female administrators, what is called the "queen bee 

syndrome" (Staines et al. 1974), although more recent 

studies proved that the syndrome had disappeared 

(Jabes, 1980; Heilman et al., 1993). Non existence of 

professional jealousy in the present study supports the 

disappearance of the syndrome. 

Although both male and female respondents reported 

having obstacles related to problems in their family, 

the percentage of female respondents in the present 

study who reported obstacles rooted in the family was 

higher than male respondents. This is consistent with 

findings from an earlier study which indicated that 

women experienced greater impact of work role salience 

and task characteristics on work-home conflict than did 

men (Parasuraman, et al., 1989). The situation is more 

difficult because as Staines et al. (1986) found, 

husbands' life satisfaction was negatively correlated 

with their spouse being employed. In addition, 

Greenhaus and Kopelman (1981) found that men whose 

wives were employed in administrative positions 

experienced significantly more intense work-conflict 

than men whose wives were employed in nonadministrative 

positions. These results parallel the high percentage 

of female respondents who experienced obstacles related 
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to work-family conflicts, given the Indonesian 

situation where women are expected to perform nurturing 

functions (Menteri Negara Urusan Peranan wanita, 1991). 

As can be seen from the findings of the present 

study, except for professional jealousy and negative 

perception, both male and female respondents face 

similar problems in reaching their current positions. 

The nature of the work then would appear to be the 

prominent source of obstacles rather than differences 

in the sex of the individuals. 

How Do the Administrators Rate Themselves on the Set 

of Characteristics? 

In general, except for one male, both male and 

female respondents rate themselves high in the 

characteristics that differentiate effective 

administrators from those who are not. This was the 

case for all three clusters of characteristics; those 

related to self, those related to system, and those 

related to interaction between self and system. 

For male respondents, this finding is consistent 

with what earlier studies revealed, that men saw 

similarities in characteristics for men and 

administrators (Schein, 1975, 1989; Brenner et al., 

1988; Heilman et al., 1989). On the other hand, these 

findings do not support the "imposter phenomenon" found 
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in Clanche and O'Toole (1988) study where successful 

professional women underestimate their abilities and 

overestimate others' abilities. These successful but 

under confident women think other people assume they 

are capable because of the position they hold. These 

findings also contradict the study by Frieze et al. 

(1982) that found that women attribute their success to 

factors other than their own competencies. 

The fact that male and female respondents highly 

rated themselves on the set of characteristics also 

contradicted findings from earlier studies concerning 

differences between man and women in adaptability 

capacity (McCartney, 1986); independence (Singer, 

1976); aggressiveness and assertiveness (Kagan, 1980); 

and self confidence (Dix, 1987; Wiley & Elkinson, 

1982). 

Nevertheless, 5 of 8 female respondents did report 

that in their earlier stage of career they did not rate 

themselves as high as they did at the time of the 

interviews. Communication ability was one 

characteristic that, according to some female 

respondents, needs to be improved. This is congruent 

with what Tannen (1990) sees as different styles for 

men and women. Because administrative work used to be 
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a male occupation, the male's communication style, 

thus, seems to fit 1n the field. Women, then, have to 

make the adjustment. 

How do the Administrators Manage Their Perceived 

Obstacles? 

There were two approaches used simultaneously by 

both male and female respondents to manage obstacles 

they faced: approach the obstacles as challenges that 

should be overcome, and approach the obstacle as 

something that cannot be changed. In managing 

obstacles seen as challenges, respondents either change 

themselves or change the source of obstacles. 

Respondents, male and female, who experienced obstacles 

related to maintaining their personal integrity saw the 

obstacle as a challenge. To overcome the difficulties 

in maintaining their personal integrity, the 

respondents made all decisions transparent, so that 

everybody in the system had access to all the 

decisions. In addition, the respondents changed 

themselves by trying to get closer to god. 

Respondents also used a similar approach in 

managing obstacles related to organizational structure 

where they tried to change themselves to fit in the 

system. In managing obstacles related to ineffective 
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communication network, and lack of support facilities, 

the respondents changed the source of obstacles. They 

build an informal network to facilitate their need for 

information. Lack of support facilities was overcome 

by providing training to their staff and updating 

technology used in their work. 

In spite of similarities between male and female 

respondents in the way they manage their obstacles, 

difference occurred on how they manage obstacles 

related to family situations. Female respondents 

reported changing themselves when they experienced 

conflicting demands between parenting responsibilities 

and careers. This tendency is also found in other 

studies where an increasing number of women who 

initially opted for career, had either "dropped out" of 

corporate life to start families or had new careers in 

which they can devote more time to their families 

(Coulson-Thomas, 1988; Erlich, 1989; Taylor III, 

1986) . None of the male respondents reported obstacles 

related to parenting responsibilities, although one 

male reported obstacles related to financial 

restrictions. He did nothing because he saw the 

obstacle as s~mething that he could not change. 

40027

Koleksi Perpustakaan Universitas terbuka



174 

The nature of the obstacles then would appear to 

be the primary reason for the approaches chosen rather 

than differences in the sex of the individuals. 

How Do Female Administrators Feel About Being Women 

in Their Current Position? 

In exploring female respondents' feelings about 

being women in their current positions, it was found 

that even though the respondents were now comfortable 

in their positions, they had previously had to face 

years of battle. Being a woman and having a career was 

difficult because of the difficulties of gaining 

legitimacy in the system and the difficulties of 

role-conflicts. 

The importance of legitimacy and the difficulty to 

gain it were found in earlier studies (Highman, 1985; 

Ost & Twale, 1988). Female respondents, like those in 

the earlier studies, had to prove themselves and work 

harder that their male counterparts to gain the 

legitimacy. What made it more difficult was the lack 

of encouragement which other studies found to be 

important for those aspiring to an administrative 

career (Baughman, 1977; Drust, 1977; Shakeshaft, 

19 87) . 
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This lack of encouragement is rooted in society's 

discomfort in seeing woman in high administrative 

position (Koswara, 1991). The existence of a double 

standard regarding family responsibilities which is 

subscribed to not only by society but also by the 

individual themselves (Burke, 1988; Koswara, 1991) 

could further confound this issue. The prevalent 

perception of women and their familial roles, in turn 

causes role conflict (Greenhaus & Beutel!, 1985; 

Higgins, et al., 1992; Menteri Negara Urusan Peranan 

Wanita, 1991; Ornstein & Isabella, 1993). 

This role-conflict experienced by female 

respondents was decreased with the help of their 

spouses and children. This is consistent with findings 

from Holahan & Gilbert's (1979) study, when the work 

role was equally important to both husband and wife, 

role conflict was low, relative to those couples with 

disparate work salience. 

Role-conflicts experienced by female respondents 

is best described by Biklen (1980) who said of the 

difficulties of women attempting to succeed in 

traditionally male fields: either they are judged as 

competent and unfeminine or incompetent and feminine, a 

choice that puts two strong and interconnected 

identities in conflict. 
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Conclusions 

The primary purpose of this study was to compare 

and contrast how men and women in similar senior 

administrative positions in higher education 

institutions perceived ideal characteristics for 

success in their positions, how they felt about those 

ideal characteristics compared to their own, and how 

they saw and managed obstacles faced in their current 

positions. Comparing and contrasting were also done 

based on positions ('academic' and 'administrative') 

and age. In addition, in order to investigate 

underrepresentation of women in senior administrative 

positions, this study also explored how female senior 

administrators felt about being women in their current 

positions. 

In general, there were no differences in the sets 

of characteristics for effective administrators derived 

from male and female respondents. Nor were there 

differences in sets of characteristics derived from 

positions and age. Respondents agreed on 

characteristics perceived to be important for success 

in their positions. They saw the importance of 

characteristics related to appearance, ability, 

objectivity, emotional stability, work commitment, and 

interpersonal skills. These findings are consistent 
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Heilman, 1989; Petrie, 1990; Smyth, 1989) concerning 

the characteristics for educational leaders. 
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However, there were differences in the priorities 

given to the characteristics as evidenced by the 

reported frequency of each characteristic. In the 

first 10-most frequently listed characteristics, male 

and female respondents differed in two 

characteristics. Female respondents stressed the 

necessity of speech fluency and originality/creativity, 

while male respondents stressed resourcefulness and 

pursuit of objectives. In part, these findings support 

a study by Brenner et al. (1988) which yielded 

different characteristics for men, women, and managers. 

In the most frequently noted characteristics, 

there are only 2 of 8 characteristics used formally to 

evaluate government employees' performance for 

promotion purposes. 

For obstacles faced in pursuing administrative 

careers, in general, these obstacles arose from self, 

system, and the interaction between self and system. 

Most obstacles were related to the system, which is 

consistent with the findings from previous studies. 

Boynton et al. (1994) stresses the importance of a 

information availability for decision making; 
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importance of communication network; Chao (1990) and 

Tremblay et al. (1992) found a relationship between 

promotion and commitment. 
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All obstacles faced by female respondents were 

also faced by male respondents except for one, negative 

perceptions toward women in administrative positions. 

In addition, they also differed in the priority 

assigned to obstacles which was reflected in the 

frequency reported for each obstacle. While both male 

and female respondents were concerned with obstacles 

related to the system, female respondents were more 

focussed on the existence of negative perceptions 

toward women in administrative positions and family 

responsibilities. This supports the findings of the 

Greenhaus et al. (1989) study which found that women 

experienced greater impact of work role salience on 

work-home conflict than did men. 

The interviewed respondents, male and female, 

believed they possessed the necessary characteristics. 

These findings contradict findings from previous 

studies concerning females in terms of their lower 

capacity in adaptability (McCartney, 1989}, 

independence (Heilbrun, 1973; Kohlberg, 1966; Singer, 

1976}, aggressiveness and assertiveness (Kagan, 1980}, 
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self-confidence (Dix, 1987, Schein, 1975, Wiley & 

Elkinson, 1982). 
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However, some female respondents did not rate 

themselves very highly on the set of characteristics in 

the beginning of their administrative careers. Female 

respondents reported uneasiness in their communication 

ability. These findings support findings of a study by 

Tannen (1990) which examined differences in 

communication styles between males and females. 

The interviewed respondents managed their 

obstacles according to the nature of the obstacles 

rather than the gender of the respondents. For 

obstacles which were believed to be unchangeable, 

respondents tried to just ignore them or move away to 

other places where the obstacles occurred less 

frequently. For obstacles perceived to be changeable, 

respondents did something, either to themselves, to the 

work-system, or to others. 

In exploring female respondents' feelings about 

being women in their current positions, it was found 

that even though the respondents were now comfortable 

in their positions, they had previously had to face 

years of battle. Being a woman and having a career was 

difficult because of the difficulties of gaining 
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legitimacy in the system and the difficulties of 

role-conflicts. The difficulties in gaining legitimacy 

were reported in large corporations (Highman, 1985) as 

well as in higher education institutions (Ost & Twale, 

1988). Role conflicts as experienced by female 

respondents were predicted by theorists (Kopelman et 

al., 1983) and proven in studies, whether it is 

work-family conflict in general (Greenhaus & Beutel!, 

1985; Higgins, Duxburry, & Irving, 1992; Ornstein & 

Isabella, 1993) or more specifically in dual-career 

family (Backer 1985). 

Limitations 

Interviews for this study were conducted only in 

Jakarta and Boger, at four higher education 

institutions: Universitas Indonesia (UI - University of 

Indonesia), Institut Keguruan dan Ilmu Pendidikan (IKIP 

- Institute for Teacher's Training), Universitas 

Terbuka (UT - Indonesian Open University), and Institut 

Pertanian Boger (IPB - Boger Institute of 

Agriculture). These four institutions are located 

around Jakarta, the capital city of Indonesia, which is 

probably more open and provides broader opportunities 

for women's involvement in the work-force, in general, 

and in higher education institutions, specifically. 
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Therefore, interviews conducted only in these two major 

cities limits the interpretation for the general 

population. 

Nevertheless, the number of women senior 

administrators interviewed in these four institutions 

comprises 20% of all female senior administrators in 

Indonesia. Information from senior administrators in 

state higher education institutions located outside 

Jakarta and Boger (the other 45 Institutions) was 

gathered by questionnaire. 

Second, this study is limited in that it allowed 

subjects to present their own ideal sets of 

characteristics. It is possible that there may be some 

characteristics left out even though they may actually 

be thought to be important. 

Third, this study only examined administrators' 

perceptions, but not necessarily the actual success or 

failure of an individual as an administrator. 
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Recommendations for Policy 
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Based on the results of this present study, some 

recommendations are suggested for government policies 

in higher education institutions, as follows: 

1. Administrators in state higher education 

institutions in Indonesia are evaluated using 8 

characteristics. Only 2 of the 8 characteristics 

are included in the 10 most frequently mentioned 

characteristics for administrators to effectively 

carry out their responsibilities. These results 

suggest that reconsideration of the characteristics 

used for evaluation is warranted. The basis of 

this review could be the 10 most frequently listed 

characteristics by senior administrative 

appointments: personal integrity, knowledge, 

judgment, nurturance, enthusiasm, objectivity, and 

administrative ability. 

2. Family situations contributed to obstacles faced by 

senior administrators. Demands in the family 

combined with insufficient financial remuneration 

as senior administrators affected not only the 

senior administrators' job performance but also 

their integrity. It is proposed to increase 

extra-to-load allowance for senior administrators. 
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3. Organizational structure served as a major 

contribution to the obstacles faced by senior 

administrators in their career. Centralization 

causes dependency on the superstructure, which in 

turn slowed down the speed of work in the 

institutions. It is recommended that 

decentralization occur, where higher education 

institutions could focus on their SWOT (strengths, 

weaknesses, opportunities, and threats) to develop. 

4. Promotion causes obstacles for senior 

administrators not only because of insufficient 

regulation but also because of subjectivity in the 

process. Instead of only separating academic and 

administrative promotions, it is suggested to 

differentiate promotion regulations into three 

groups: academic, administrative, and academic who 

are posted in administrative positions. In so 

doing, not only will the regulation sufficiently 

accommodate differences that exist in the nature of 

work for 'academic', 'administrative', and academic 

member members, but it will also increase the 

objectivity of the process. 
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Recommendations for Further Research 

Based on the results of this study, some 

recommendations are suggested for further research as 

follows: 

1. The sample of the present study was drawn from 

state higher education institutions from all 

Indonesia. However, only those posted in Jakarta 

and Bogor were interviewed for more detailed 

information. Further study is, therefore, 

suggested which would enlarge the population of the 

study to involve institutions outside Jakarta and 

Bogor. The comparison and contrasting could be 

based on the location of the institutions: Java and 

outside Java, or Western Indonesia and Eastern 

Indonesia. 

2. Findings from this present study suggested no 

differences in male and female administrators as to 

characteristics for success in their positions. In 

addition, from eight characteristics used formally 

to evaluate candidates for promotion only two were 

included in the ten most frequently listed 

characteristics by respondents in the present 

study. It is suggested, therefore, to conduct 
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between the eight characteristics and the 

effectiveness of those who are promoted. 
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3. Findings from the present study revealed different 

sources of obstacles for male and female 

administrators. While both male and female 

administrators faced obstacles rooted in the 

organizational structure, females also faced 

obstacles related to their family situation and the 

fact that they are women. It is, then, necessary 

for further study not only to examine what it is 

in the system that prevents administrators from 

doing their best, but also to provide ways to deal 

with it. 

4. A replication of the present study is recommended. 

Given the government's efforts to increase women's 

participation in higher education which have 

resulted in greater numbers of female graduates, 

and the examples provided by female role models in 

senior administrative positions, it is expected 

that there will be increasing numbers of female 

representatives in senior administrative positions 

in higher education institutions. It would be 
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useful to examine the same issues addressed in the 

present study in five years, to identify any 

differences. 

5. A longitudinal study is recommended as a further 

step to the present study. The study should start 

with those males and females who aspire to 

administrative positions in higher education 

institutions. Over several years and several 

studies, then, it can be examined whether there 

will be a consistency in characteristics for 

effective administrators and in obstacles faced. 

The examination should include those who are 

successfully promoted to senior administrative 

positions, and those who were not promoted. 

6. A comparison of issues addressed in the present 

study with those occurring in other government 

offices and private companies is recommended, since 

there has never been such a study. The result of 

the study might contribute to a more comprehensive 

understanding of male and female involvement in 

senior positions in Indonesia. 
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Appendix A 
Questionnaire 

{English version) 

212 

Directions: This questionnaire is designed to identify obstacles 
faced by senior administrator and to identify the 
characteristics of effective senior administrator in 
higher education institution. This questionnaire is 
focussed on the following four areas: personal 
information, professional information, 
characteristics perceived to be important, and 
obstacles faced. Please provide the information in 
the format request. 

PART I: PERSONAL INFORMATION 

Age 

Sex 

Religion 

Marital Status: Never Married 
Divorced .. 
Widowed .. 
Now married 

Number of Marriages: 

Spouse's Occupation: 

Number of Children: 

Father's education: 

Mother's Education: 

Number of siblings: 

Age of Children: 

Younger Brothers Older Brothers: 

Younger Sisters Older Sisters : 

40027

Koleksi Perpustakaan Universitas terbuka



PART II. PROFESSIONAL INFORMATION 

Degree Earned 
Doctorate: No . 

Yes. 

Institution Granting Degree: 

Type of Institution: Public 
Private 

Major: 

Master's: No . 
Yes. 

If yes, type of degree: 
MA . . . ( ) MBA. ( ) 

MEd ... ( ) 

Other (specify) . . . ( ) 

Institution Granting Degree: 

Type of Institution: Public . 
Private. 

Major: 

Baccalaureate: No . 
Yes. 

If yes, type of degree: 
DRS ... ( ) IR ( ) 
Other (specify) . 

Institution Granting Degree: 

Type of Institution: Public . 
Private. 

Major: 
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Previous Experience 
Positions held in Higher Education. 
Chronologically, beginning with the first position, indicate the 
office you have. If you changed institutions but kept the same 
title, please make separate entries for each position occupied. 

Position 
Chronology 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

Position 
Years in 
Position 

Total Years in Higher Education Administration: 

Type of 
Institution 

Total Years of Experience Outside Higher Education: 

Current Position 

Years in Current Position: 

Rank: 
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Scholarly Activity 

Number of Books Published: 

Approximate number of Article in Referred Journal: 

Approximate Number of professional Organization 
Membership: 

Two Professional Organization in which You Participate 
frequently: 

Organization #1: 

Office(s) Held 

Organization #2: 

Office(s) Held 
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PART III. CHARACTERISTICS OF AN EFFECTIVE SENIOR ADMINISTRATOR 

Please list down all necessary characteristics of effective 
administrator in your current position. 
Use separate paper if the provided space is not enough. 
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PART IV. OBSTACLES IN PURSUING ADMINISTRATIVE CAREER 

Please list down obstacles you faced in moving upward in 
administrative positions. use separate paper if the provided 
space is not enough. 
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Apendix B 
Kuesioner 

(Indonesian version) 

PETUNJUK: Kuesioner ini didesain untuk mengidentifikasikan 
karakter yaNg idealnya dimiliki oleh Pejabat di 
institusi perguruan tinggi agar sukses dalam 
menjalankan pekerjaannya. Disamping itu, kuesioner 
ini mencoba untuk mengidentifikasikan kendala yang 
dihadapi dalam meniti karir struktura1 di institusi 
perguruan tinggi. 
Kuesioner ini dibagi menjadi empat bagian: 
(1) informasi pribadi, (2) informasi profesional, 
(3) karakter ideal pejabat, dan (4) kendala yang 
dihadapi. 

218 

Mohon mengisi informasi yang dibutuhkan sesuai dengan 
format yang disediakan. 

BAGIAN I. INFORMASI PRIBADI 

U m u r 

Jenis Kelamin 

A g a m a 

Status Perkawinan 

Jum1ah Perkawinan 

Pekerjaan Suami/ Istri 

Bujangan 
Cerai 
Kawin 

Jumlah Anak Umur Anak: 

Pendidikan Orang Tua: 
Pendidikan Tertinggi Ayah 

Pendidikan Tertinggi Ibu 

Jumlah Saudara: 
Kakak Laki-laki: orang Adik laki- laki: 

Kakak Perempuan: orang Adik Perempuan: 

orang 

orang 
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BAG IAN I I: INFORMASI PROFESIONAL 

Penqalaman Kerja 
Jabatan yang pernah dan masih dipegang di institusi 
perguruan tinggi. 
Secara kronologis, dimulai dengan jabatan pertama, mohon 
tuliskan jabatan-jabatan yang pernah dipegang. Jika Anda 
pindah institusi tetapi tetap memegang jabatan yang sama, 
mohon pisahkan penulisannya. 
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Kronologis Jabatan Lama menjabat 
(Tahunl 

Type Institusi 
(Negri/Swastal 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

Lama bekerja di administrasi/manajemen perguruan tinggi: 
tahun 

Lama bekerja di luar institusi perguruan tinggi: tahun 
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Aktivitas Ilmiah 

Jumlah buku ilmiah yang pernah diterbitkan: buah 

Jumlah, kira-kira. artikel yang pernah diterbitkan dalam Jurnal 
Profesi/Ilmiah: buah 

Jumlah Organisasi Profesi yang diikuti: buah 

Sebutkan 2 (dua) buah Organisasi Profesi dimana Anda paling 
sering terlibat: 

1. Organisasi #1: 

Kantor di 

2. Organisasi #2: 

Kantor di 

Gelar yang dimiliki 

S3: Tidak ( ) 
Ya ( ) 
Institusi pemberi gelar: 

Major: 

S2: Tidak ( 
Ya ( 
Jika "Ya", gelarnya: 

Institusi pemberi gelar: 

Major: 

S1: Tidak ( 
Ya ( 
Jika "Ya", gelarnya: 

Institusi pemberi gelar: 

Major: 
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BAGIAN III. KARAKTER IDEAL BAG! PEJABAT DI PERGURUAN TINGGI 

Mohon tuliskan semus karakter/sifat yang Anda pikir idealnya 
dimiliki oleh pejabat pada posisi yang Anda jabat saat ini, agar 
dapat efektif dalam menjalankan tugas. 
Gunakan halaman tambahan jika halaman yang disediakan tidak 
mencukupi. 
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BAGIAN IV. KENDALA YANG DIHADAPI DALAM MENITI KARIR STRUKTURAL 

DI PERGURUAN TINGGI 

Mohon tuliskan semua kendala dan hambatan yang Anda hadapi dalam 
meniti karir struktural di Peguran Tinggi. 
Gunakan halaman tambahan jika halaman yang disediakan tidak 
mencukupi. 
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Part I. Introduction 

Appendix C 
Guidance for Interview 

Discussion of purpose, format, and confidentiality of 
the interview. 

223 

Part II. Characteristics of Effective Administrator 

1. Why are those characteristics necessary for 
effective administrator? 

2. Are those characteristics gender related? 
Did the subject picture specific gender when 
listing the characteristics? 

If yes, why? 
If no, why? 

3. Will the characteristics be different if the gender 
of the effective administrator's mentioned? 

If yes, why? 
If no, why? 

Part III. Self-rating on the set of Characteristics 

1. How does the subject rate her/himself in the set of 
effective characteristics? 

Does the subject feel comfortable? 
2. How does the subject see him/herself in his/her 

current position? 
3. Does the subject think that she/he is in the right 

place? 
Why? 

Part IV. Obstacles Faced in Pursuing Administrative Career 

Part v. 

1. How does the subject see/perceive the obstacles? 
Why? 

2. How does the administrator deal with the obstacles? 

Interview Wrap-up 

I would like to thank you for your time and assistance 
in this interview. Before closing, are there any 
additional comments, impressions, or concerns you would 
like to address about these issues. 
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Appendix D 
Father Education by Sex 

cate- Educational Male Female Total 
gory Level n % n % n % 

0 No education 35 16.0 1 . 5 36 16.4 
1 Some primary 22 10.0 0 . 0 22 10.0 
2 Primary 50 22.8 7 3.2 57 26.0 
3 Some secondary 10 4.6 0 . 0 10 4.6 
4 Secondary 29 13.2 5 2.3 34 15.5 
5 Some tertiary 1 . 5 1 .5 2 .9 
6 Diploma 0 . 0 0 . 0 0 . 0 
7 Bachelor 32 14.6 4 1.8 36 16.4 
8 Master 8 3.7 0 . 0 8 3.7 
9 Doctoral 14 6.4 0 . 0 14 6.4 

Total 201 91.8 18 8.2 219 100 
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Appendix E 
Mother Education by Sex 

Cate- Educational Male Female Total 
gory Level n % n % n % 

0 No education 49 22.6 l . 5 50 23.0 
1 Some primary 27 12.4 3 1.4 30 13.8 
2 Primary 48 22.1 7 3.2 55 25.3 
3 Some secondary 14 6.5 3 1.4 17 7.8 
4 Secondary 42 19.4 2 . 9 44 20.3 
5 Some tertiary 6 2.8 0 . 0 6 2.8 
6 Diploma 9 4.1 0 . 0 9 4.1 
7 Bachelor 8 3.7 1 . 5 9 4.1 
8 Master 1 .5 0 . 0 1 . 5 
9 Doctoral 0 . 0 1 . 5 1 . 5 

Total 199 91.7 18 8.3 217 100 
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Appendix F 
Number of Professional Organization's Membership 

Number of Academic Administrative Total 
Organization n % n % n % 

0 9 4.4 13 6.4 22 10.8 
1 35 17.2 8 3.9 43 21.2 
2 62 30.5 7 3.4 69 34.0 
3 31 15.3 5 2.5 36 17.7 
4 21 10.3 1 . 5 22 10.8 
5 5 2.5 0 . 0 5 2.5 
6 3 1.5 0 . 0 3 1.5 
8 1 . 5 0 . 0 1 . 5 
9 2 1.0 0 . 0 2 1.0 

Total 169 83.3 34 16.7 203 100 

40027

Koleksi Perpustakaan Universitas terbuka



227 

Appendix G 
Characteristics of Effective Administrators in Higher Education Institutions 

by Position 

Characteristics 'Academic' 'Administrative' Total 
I. Self 

A. Appearance 
1. Appearance 18 
2. Attractiveness 1 

B. Ability 
1. Intelligence 39 
2. Knowledge 99 
3. Fluency of speech 41 
4. Adaptability 13 
5. Originality, Creativity 38 

C. Objectivity 
1. Judgment 76 
2. Independence, Non-conformity 27 
3. Objectivity 61 
4. Personal integrity, Ethical conduct 115 
5. Resourcefulness 34 

D. Emotional Stability 
1. Adjustment 21 
2. Aggressiveness, Assertiveness, Alertness 12 
3. Enthusiasm 62 
4. Extroversion 5 
5. Self-confidence 25 
6. Strength of conviction 6 
7. Tolerance of stress 20 

II. System 
A. Work Commitment 

1. Achievement drive, Desire to excel 2 
2. Drive for responsibility 13 
3. Enterprise, Initiative 36 
4. Persistence against obstacles 17 
5. Responsible in pursuit of objective 34 
6. Task oriented 15 

III.Interaction between Self and System 
A. Self directed 

1. Ability to enlist cooperation 30 
2. Administrative ability 59 
3. Nurturance 63 
4. Sociability, Interpersonal skills 30 
5. Diplomacy 84 

B. Other directed 
1. Prestige 17 
2. Social participation 14 

5 

4 
19 
11 

5 
10 

19 
5 

15 
22 
12 

5 
3 

18 
1 
4 
1 

13 

2 
10 

6 
5 
4 

6 
12 
22 

5 
17 

6 
1 

23 
1 

43 
118 

52 
18 
48 

95 
32 
76 
37 
46 

26 
15 
80 

6 
29 

7 
33 

2 
15 
46 
23 
39 
19 

36 
71 
85 
35 

101 

23 
15 
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Appendix H 
Characteristics of Effective Administrators in Higher Education Institutions 

by Sex 

Characteristics Male Female Total 
I. Self 

A. Appearance 
1. Appearance 20 3 23 
2. Attractiveness 1 1 

B. Ability 
1. Intelligence 39 4 43 
2. Knowledge 105 13 118 
3. Fluency of speech 49 3 52 
4. Adaptability 15 3 18 
5. Originality, Creativity 47 1 48 

c. Objectivity 
1. Judgment 86 9 95 
2. Independence, Non-conformity 29 3 32 
3. Objectivity 68 8 76 
4. Personal integrity, 123 14 137 

Ethical conduct 
5. Resourcefulness 41 5 46 

D. Emotional Stability 
1. Adjustment 25 1 26 
2. Aggressiveness, 14 1 15 

Assertiveness, Alertness 
3. Enthusiasm 71 9 80 
4. Extroversion 5 1 6 
5. Self -confidence 27 2 29 
6. Strength of conviction 6 1 7 
7. Tolerance of stress 29 4 33 

II. System 
A. Work Commitment 

1. Achievement drive, Desire to excel 2 2 
2. Drive for responsibility 14 1 14 
3. Enterprise, Initiative 42 4 46 
4. Persistence against obstacles 19 4 23 
5. Responsible in pursuit of objective 34 9 43 
6. Task oriented 19 19 

III.Interaction between Self and System 
A. Self directed 

1. Ability to enlist cooperation 32 4 36 
2. Administrative ability 61 10 71 
3. Nurturance 78 7 85 
4. Sociability, Interpersonal skills 33 2 35 
5. Diplomacy 95 6 101 

B. Other directed 
1. Prestige 20 3 23 
2. Social QarticiQation 11 4 15 
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Appendix I 
Characteristics of Effective Administrators in Higher Education Institutions 

by Age 

Characteristics 
I. Self 

A. Appearance 
1. Appearance 
2. Attractiveness 

B. Ability 
1. Intelligence 
2. Knowledge 
3. Fluency of speech 
4. Adaptability 
5. Originality, Creativity 

C. Objectivity 
1. Judgment 
2. Independence, Non-conformity 
3. Objectivity 
4. Personal integrity, Ethical conduct 
5. Resourcefulness 

D. Emotional Stability 
1. Adjustment 
2. Aggressiveness, Assertiveness, Alertness 
3. Enthusiasm 
4. Extroversion 

6 
5. Self-confidence 
6. Strength of conviction 
7. Tolerance of stress 

II. System 
A. Work Commitment 

1. Achievement drive, Desire to excel 
2. Drive for responsibility 
3. Enterprise, initiative 
4. Persistence against obstacles 
5. Responsible in pursuit of objective 
6. Task oriented 

III.Interaction between Self and System 
A. Self directed 

1. Ability to enlist cooperation 
2. Administrative ability 
3. Nurturance 
4. Sociability, Interpersonal skills 
5. Diplomacy 

B. Other directed 
1. Prestige 
2. Social participation 

<50 

10 
1 

14 
44 
21 

7 

13 

35 
14 
21 
45 
12 

7 
6 

28 
2 

11 
3 
5 

2 
4 

14 
5 

13 
7 

13 
21 
24 

9 
33 

6 
7 

50-60 

12 

27 
62 
27 
11 
32 

52 
15 
46 
76 
31 

16 
9 

45 
4 

16 
4 

24 

10 
28 
17 
21 
11 

19 
43 
53 
22 
57 

15 
6 

>60 Total 

1 23 
1 

2 43 
12 118 

4 52 
18 

3 48 

8 95 
3 32 
9 76 

16 137 
3 46 

3 26 
15 

7 80 

2 

4 

1 
4 
1 
5 
1 

4 
7 

8 
4 

11 

2 
2 

29 
7 

33 

2 
15 
46 
23 
39 
19 

36 

71 
85 
35 

101 

23 
15 

40027

Koleksi Perpustakaan Universitas terbuka



Appendix J 

Obstacles Faced by Administrators in Pursuing Administrative Careers 
in Higher Education Institutions by Position 
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Obstacles 'Academic' ' Administrative' Total 
I. Self 

A. Family-related 
1. Parenting responsibilities 
2. Financial problems 

B. Emotional stability 
1. Difficulties in maintaining 

personal integrity 
2. Difficulties to adapt new situation 
3. Emotional imbalance 
4. Lack of aggressivity 
5. Lack of discipline 
6. Lack of initiative 

c. Technical 
1. Age limitation 
2. Difficulties in academic advancement 
3. Lack of communication skills 
4. Lack of experience 
5. Time limit in one position 

II. System 
A. Organization structure 

1. Bureaucracy 
2. Centralized system 
3. Conservatism 
4. Ineffective communication network 
5. Ineffective organizational structure 

B. Promotion 

15 
14 

8 

4 

4 
7 

7 

2 

5 
9 
7 

5 
39 

19 
5 
2 

26 
47 

1. Academic vs administrative requirements 6 
2. Insufficient regulation 24 
3. Lack of objectivity 23 
4. Lack of rewards & recognition 10 
5. Lack of job rotation 2 
6. 'Primordialism', Nepotism, Religion 25 

c. Politics 
1. Political factor 

D. Support system 
1. L~ck of training & education 
2. Lack of support facilities 

III.Interaction between Self and System 
A. Colleagues & subordinates 

1. Diversity of character 
2. Negative perception toward women 
3. Professional jealousy 

B. Superior 
1. Interference, Pressure 
2. Hindrance 

16 
37 

19 
5 
9 

20 
13 

1 

1 

2 
1 
1 

2 
2 
2 
7 

7 
2 

7 
5 

3 
7 
6 
6 

3 

8 

8 

4 
2 
8 

5 

1 

16 
15 

8 

4 
4 
9 

8 
3 

5 
11 

9 
7 

46 

26 
7 
2 

33 
52 

9 
31 
29 
16 

2 
28 

8 

16 
45 

23 
7 

17 

25 
14 
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Appendix K 
Obstaclesx Faced by Administrators in Pursuing Administrative Careers 

in Higher Education Institutions by Sex 

Obstacles 
I. Self 

A. Family-related 
1. Parenting responsibilities 
2. Financial problems 

B. Emotional stability 
1. Difficulties in maintaining 

personal integrity 
2. Difficulties to adapt new situation 
3. Emotional imbalance 
4. Lack of aggressivity 
5. Lack of discipline 
6. Lack of initiative 

c. Technical 
1. Age limitation 
2. Difficulties in academic advancement 
3. Lack of communication skills 
4. Lack of experience 
5. Time limit in one position 

II. System 
A. Organization structure 

1. Bureaucracy 
2. Centralized system 
3. Conservatism 
4. Ineffective communication network 
5. Ineffective organizational structure 

B. Promotion 
1. Academic vs administrative requirements 
2. Insufficient regulation 
3. Lack of objectivity 
4. Lack of rewards & recognition 
5. Lack of job rotation 
6. 'Primordialism', Nepotism, Religion 

c. Politics 
1. Political factor 

D. Support system 
1. Lack of training & education 
2. Lack of support facilities 

III.Interaction between Self and System 
A. Colleagues & subordinates 

1. Diversity of character 
2. Negative perception toward women 
3. Professional jealousy 

B. Superior 
1. Interference, Pressure 
2. Hindrance 

Male 

11 
15 

8 

4 
4 

8 
7 
3 

4 
10 

9 

6 
43 

22 
6 
2 

28 
51 

8 
27 
28 
16 

2 
27 

8 

15 
40 

20 

17 

24 
14 

Female Total 

5 

1 
1 

1 
1 

1 
3 

4 
1 

5 
1 

1 
4 

1 

1 

1 

5 

3 
7 

1 

16 
15 

8 

4 
4 

9 
8 
3 

5 
11 

9 
7 

46 

26 
7 
2 

33 
52 

9 

31 
29 
16 

2 
28 

8 

16 
45 

23 
7 

17 

25 
14 
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Appendix L 
Obstacles Faced by Administrators in Pursuing Administrative Careers 

in Higher Education Institutions by Age 

Obstacles 
I. Self 

A. Family-related 
1. Parenting responsibilities 
2. Financial problems 

B. Emotional stability 
1. Difficulties in maintaining 

personal integrity 
2. Difficulties to adapt new situation 
3. Emotional imbalance 
4. Lack of aggressivity 
5. Lack of discipline 
6. Lack of initiative 

C. Technical 
1. Age limitation 
2. Difficulties in academic advancement 
3. Lack of communication skills 
4. Lack of experience 
5. Time limit in one position 

II. System 
A. Organizational structure 

1. Bureaucracy 
2. Centralized system 
3. Conservatism 
4. Ineffective communication network 
5. Ineffective organizational structure 

B. Promotion 
1. Academic vs administrative requirements 
2. Insufficient regulation 
3. Lack of objectivity 
4. Lack of rewards & recognition 
5. Lack of job rotation 
6. 'Primordialism', Nepotism, Religion 

c. Politics 
1. Political factor 

D. Support system 
1. Lack of training & education 
2. Lack of support facilities 

III.Interaction between Self and System 
A. Colleagues & subordinates 

1. Diversity of character 
2. Negative perception toward women 
3. Professional jealousy 

B. Superior 
1. Interference, Pressure 
2. Hindrance 

<50 

5 
3 

1 

1 

1 
1 
1 
1 

1 
4 
2 
1 

14 

8 
4 
2 

11 
16 

4 
9 

10 
8 
1 

10 

2 

9 
14 

5 

7 

5 
6 

50-60 

9 
1 

6 

3 
3 
7 
6 
2 

2 
6 
7 
6 

28 

16 
3 
2 

20 
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