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ABSTRACT 

This qualitative study aims to identify the main factors facilitating career success in women who have successfully 

created change especially in educational settings. Using semi-structured open-ended interviews, we studied five women 

leaders came from universities and polytechnics in Indonesia. The researchers exhausted three days with each contestant 

in their surroundings and used semi-structured, flexible interviews that lasted three to five hours. The researchers found 

eight overall conclusions about the data. (a) family, partner, and kids, affected each female’s option powerful value; (c) 

each contestant has at least one adviser or link connection; (d) Well communicate with team members; (e) having assist 

from around is highly essential to serving in their roles ; (f) Support members with high motivation and contribution 

and allow members with various ideas; (g) Formulate the plans pursuing the team goals previous to the discussions with 

members (i) their past events have had a huge influence on their success. 
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1. INTRODUCTION 

Men are stronger than women physically. In the past, 

women were created as weak, powerless, and poorly 

educated [1]. This can be one of the factors in choosing a 

man to be a leader in a group. Women are considered 

unable to become leaders because of their nature as wives 

and mothers, while men as fathers are, in fact, leaders in 

the family. The previous studies revealed that female and 

male are related to different characteristics, and that male 

trait is more associated with leadership standard [2]. 

Dissimilar perceptions about gender roles and aspirations 

were much in the backside. Male, for instance, felt like 

the best political leaders [3]. Gender stereotypes judge 

female as 'sympathetic', 'connection-oriented', 

'unpersuasive', and 'not achievement-oriented'. 

Consequently, female felt as 'inadequate' in men typed 

tasks, which affected their achievement expectation [4] 

Female skills are reviewed more appropriate for 'under-

level” [5]. 

But now, women's lives are increasingly changing. 

Gender equality brings changes to women's lives. 

Women now have the same opportunities and 

opportunities, for example, to obtain an education, 

participate in the public sector, organize, and others. 

Women show that they can succeed and progress like 

men; some of them can become leaders because they 

have quality abilities and expertise in their fields. The 

role of women as leaders is also increasingly apparent in 

education. Women who occupy positions as leaders in 

universities at both the university and faculty levels are 

increasingly emerging. [6]. The fact that women are more 

educated than before has contributed to an increase in the 

number of women leaders over the last few decades [7]. 

With more education and qualifications, female leader is 

seeking better employment opportunities in 

organizations. 

1.1. The roles of female in the Indonesian 

Society  

The effort of female's authorization in Indonesian has 

not been realized in University. Only in public 

universities are very bureaucratized organizations that 

have inherited, purposely, or otherwise, many of Western 

universities [8], and men have dominated its leadership 

[9]. 

1.1. Method  

The tough female is always touchy to authority within 

institutions but can be reserved about comely ingrained 
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in the political arena [10]. With leaders interviewed, 

having a powerful self-belief or great sensed self-efficacy 

in connection with their capability to do well and 

command their profession's instruction seemed to be a 

general feature [11]. Self-efficacy is connected to other 

personality features, for instance, an individual stimulus 

to accomplish and perseverance towards to target [12]. 

While most sensed that fortune was substantial, they 

frequently attributed their achievement to tenacity, 

struggle, and the willingness to grab possibilities [11]. 

Women's leadership capabilities are formed under the 

effect of personal characteristics, internal and external 

environment. It is concerned with why they choose a 

private lesson of action in preference to others, and why 

they continue with a selected activity, often over a long 

term, and in the face of difficulties and issues. They have 

a sight, a strong drive to implement it, and the ability to 

mobilize other members around that vision. Their 

definition of success most often includes changing the 

lives of others on an ongoing basis. Persistence and 

communication skills are very crucial for their 

achievement. The support they receive is essential [13]. 

2. METHOD 

This research uses a qualitative research approach and 

semi-structured key informant interviews with five 

women for four months (March 2020 to June 2010), five 

in person and one by telephone. After they agreed to 

participate, the leaders were sent an informed consent 

form and were asked to review it . Using semi-structured 

open-ended interviews, we studied five women leaders 

came from universities and polytechnics in Indonesia. in 

educational settings. This research seeks to understand 

how women achieve success in achieving their leadership 

roles in the educational settings. The qualitative approach 

is justified because it tries to understand the phenomenon 

[8]. The result of women from their educational 

leadership roles, background, and personal journey. 

Phenomenology is allowed for correct interpretation of 

the meaning experience women leadership positions 

faced in achieving their leadership role in education [9]. 

The interview issues, including two-part in which one 

associated with [14] social study theory of profession 

choice and the other sector associated with Barsh, 

Cranston, and Craske's (2008) focused Leadership 

Model. In this study, the researchers used investigator 

triangulation across the data collection and data analysis 

process to gather the conversation's data and analyse the 

interviews, interview arrangement, the coding procedure, 

and the results' progress. [15] 

3. RESULT AND DISCUSSION 

From the results of the interviews conducted, the 

following results can be found: 

3.1. Educational Background 

Participant 1 

“I rised in a family which has educational 

background. My grandma was elementary school 

principal, my grand pa was a teacher and my father were 

a banker. My mother was very discipline mom, she made 

education as our goal to make her happy. So, I did it, 

because I want to make my parents proud., I studied hard 

to get a good score in every levels of my education. Now, 

my husband is a lecturer also, he very support me to give 

the best that I could in my job. My family support 

everything I did. My husband is very understanding 

person. My children are very independent children. We 

can share everything such as sad, happy and our 

problems”.(Head of Department, age 40) 

Participant 2 

Having modern family is a big help. In a 

conservatives family, which still be held by some of 

conservatives Indonesian, a woman have to stay at home, 

take care of family, make sure her husband and children 

are well fed, and the only profession we have is 

housewife. But my family wants me to become an 

independent person. The sense of independency will give 

us enough power to make our own decision, so we will 

not rely on other. This decision-making skill that my 

family taught me play important role on how to be a good 

leader. (Head of Department, age 35) 

Participant 3 

My father is an army. My mother is a teacher. family's 

education is disciplined learning. I was raised by parents 

that respect their children choice. So, most of my career 

choice is chosen by me, but still I consider that it is 

necessary to consult, ask for consideration, or even just 

simply ask my parents opinion about my career. (Head of 

Department, age 55) 

Participant 4 

My family is a democratic family which appreciate 

the children decision. We can try any different 

opportunity to our development. In my early year as a 

teacher, in a small private education institution to gain 

some experience. If my family is strict and idealist, I 

believed they will not allow me to join that small 

institution, but my family is patient enough although my 

career is not yet stable at that time. So, this nature of my 

family helps me a lot to develop how to become what I 

become now. Most of my career choice is chosen by me, 

but still I consider that it is necessary to consult, ask for 

consideration, or even just simply ask my parents opinion 

about my career (Head of editor journal, age 32) 

Participant 5 
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I am the first of four children. My father is a civil 

servant. My mother is a department head in a private 

office. My mother is a role model for me. I cannot be like 

him yet. His work in the office is extraordinary, even at 

home he is good at cooking, the house is always very 

clean—anyway, the figure of an extraordinary woman. 

She always encouraged me to do her best and provided 

support in all my endeavours. (Head of Project, 47) 

Sometimes, individuals make similar choices. Human 

behaviour is considerably affected by an personal’s 

upbringing and family [16]. Even, individuals may select 

to work in the same institutions as their parents [17]. 

3.2. Past Event 

Participant 4 

Economic crisis in 1997/1998 that hit Indonesia. My 

family was quite well off before we become one a victim 

of Indonesian economy crisis that caused my father was 

laid off from his work. Life that was relatively easy 

became a bit more difficult because we were used to live 

comfortably before. Seeing my father that used to work 

in a decent company and suddenly must start a business 

is not the best view, but fortunately we were strong 

enough to overcome it. (Head of editor journal, age 32) 

Participant 3 

The events in the army that had a lot of influence. I 

can be disciplined, firmly. Even students are strict ... I 

was consistent from the time I was in the army. Not only 

time, discipline, in my opinion, is a commitment (Head 

of Department, age 55) 

Participant 1 

When I was a member in a unit. I do not have any 

opportunity to sound my voice. I just follow the decision 

although I did not want to do it. It made me to promise to 

myself, if I become a leader, I must give an opportunity 

to my member to speak. (Head of Department, age 40) 

Past events are factors that influence individual 

behaviour. Their past events have a very large influence 

on their success, because past events are a factor that 

directly affects an individual's behavioural intentions in 

shaping attitudes. 

3.2. Self Management 

Participant 4 

The most effective way to solve those problems is by 

communication. I contact the person and remind them 

about the schedule or about the response we expect. If it 

does not work, usually I use a strict deadline with 

consequences they might face. Ex: I have the authority to 

change the reviewer or the author (and the article). (Head 

of editor journal, age 32) 

Participant 2 

I can always back up. If there is an obstacle for one 

lecturer, I do not mind ... I still work up with my 

colleagues. I am not too dependent on other people. I 

work what I can do, yes, I do. Not depend on others, it 

reduces my stress. that's what I've always experienced so 

far. (Head of Department, age 47) 

Participant 5 

I work based on schedule ... I always have a 

coordination meeting every week to monitor the extent of 

the work assigned. For example, something happened 

that I have backed up. I have more teamwork. if one 

person cannot, then I can use another person. (Head of 

Project, age 47) 

Participant 2 

I learn how to deal with people, and how to manage a 

team since I was a member of Student Executive Board 

in my bachelor’s degree. Since I was in charge external 

affair, so I had the opportunity to meet and interact with 

so many different people. This experience helped me a 

lot to build my confidence and decision-making ability, 

which is important for a leader. (Head of Department, age 

35) 

As leadership, they have good self-awareness and 

self-management. The quality of these female leaders is 

characterized by independence, more confidence, being 

able to manage time, be principled, make better 

decisions, be brave, be assertive, communicate more 

effectively [14]. 

3.4. Motivation 

Participant 2 

I give full trust to my subordinates, make employees 

directly involved with the work, such as identifying 

problems and thinking about solving strategies. I think it 

is important to pay homage to colleagues and employees. 

I give recognition and appreciation for the good work of 

my subordinates. (Head of Department, age 35) 

Participant 1 

I always work with a team ... teamwork is my 

strength. My teamwork is still supportive. As the woman 

leader, we must realize our potential. We are special we 

not only have a brain but also heart and intuition. So, with 

the complete gifts we can be a good leader for a better 

future of higher education (Head of Project, age 40) 

Participant 5 

Empowering employees is a gentler and more 

effective way of motivation. give employees the 

opportunity to participate in making company policies, 

provide adequate access to information, and carry out 

training. (Head of Department, age 47) 
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Participant 3 

“Isthis better said in person? "Or" Is now the right 

time to make this statement? "Timing and tone can make 

a big difference. I often take a moment to consider 

whether the purpose is to create a message that is meant 

to inspire, motivating, and offers reassurance. (head of 

Department, age 32) 

The model of leadership articulated by women is 

characterized by a support member with high motivation 

and contribution and allow members with various ideas. 

3.5. Interpersonal Relationship 

Participant 1 

My relationship with my senior colleague for ten 

years has been very well established. I try to respect my 

seniors by respecting their opinions at meetings. With my 

colleagues all this time very closely. I can put myself as 

a partner or friend to share ideas or give advice (Head of 

Department, age 40) 

Participant 5 

In the family environment, my husband always fully 

supports me ... for example, I work late into the night, he 

never complains. even if I bring work home, he also 

wants to help me (Head of Project, age 47) 

Participant 4 

I have a good relationship with colleagues in the 

office, whether senior or peer one or two friction at a 

reasonable level. My family including families who are 

very supportive of my busy life on campus. Incidentally, 

I was not born into a patriarchal family that demanded 

that women be at home; instead, my parents and husband 

wanted me to continue working and be independent. 

(Head of Journal editor, age 32) 

Participant 2 

My mother in law and my sister become a best 

support system that I have now. I just believe them to take 

care of my children while I work. Having modern family 

is a big help. In a conservatives family, which still be held 

by some of conservatives Indonesian, a woman have to 

stay at home, take care of family, make sure her husband 

and children are well fed, and the only profession we 

have is housewife. But my family wants me to become 

an independent person. The sense of independency will 

give us enough power to make our own decision, so we 

will not rely on other. This decision-making skill that my 

family taught me play important role on how to be a good 

leader. (Head of Department, age 35) 

The female identified others' support, especially 

family members, as an essential factor in achievement 

[13]. 

 

3.6. Mutual Trust 

Participant 5 

I think, when a boss has positive authority, it can 

affect the performance of his employees. Enhance a 

positive attitude in everything that is lived and also trust 

that employees will carry out their duties smoothly and 

following applicable rules so that when employees get 

the trust that has been entrusted to their superiors, they 

will feel they have responsibility. Trust as a form of 

indirect motivation given to employees, with such 

employees will try as much as possible to work. (Head of 

Project, age 47) 

Participant 3 

the thing that I do is to make we as superiors emulated 

by their employees. For example, I come to work on time. 

With that, employees can be compelled to provide 

positive evaluations of our performance, and 

subordinates are not reluctant to show their 

professionalism as well. It can create an excellent 

reciprocal relationship in terms of the trust at work. 

(Head of Department, age 55) 

Participant 2 

I know what I need to do for the betterment of my 

company before I discuss it with my subordinates. I do it 

often (Head of department, age 35) 

Participant 4 

I believe that my team and I trust each other. We are 

evidenced by our good coordination with a clear 

delegation line. The real proof is the result of our work, 

which is always finished on time I provide an assessment 

of the work of my subordinates using the agreed 

measurement tool. (Head of journal editor, age 32 

Most women tend to work with people, and as 

leaders, women leaders work with people because great 

leaders inspire trust in their employees, fueling their 

confidence to make bold decisions. They prioritize 

cooperation over expecting people to do for them [15]. 

3.7. Leadership Characteristic 

Participant 2 

I think the characteristics of a good leader are those 

who can choose the right leadership style. Not the most 

charismatic leader or the most highly educated, or the 

most democratic, or the most authoritarian, but who can 

choose which style of leadership suits the character of his 

subordinates. (Head of department, age 35) 

Participant 4 

Working at higher education institution means I work 

with intellectuals, so I believe democratic leadership 

style is suit us best. Because most of my colleague know 
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what to do and how to do it, I don’t have to order them 

what to do (head of Department, age 40) 

Participant 5 

I have a lot of staff. For example, my leader, we have 

to work a lot more, because if our subordinates don't give 

an example, they will be passive. So we have to provide 

a good example (Head of Project, age 47) 

Participant 1 

An excellent characteristic, in my opinion, is a leader 

who can provide a comfortable atmosphere for the 

workers—a leader who can be responsible and respected 

by his staff. The styles of my leadership were both 

democracy and servant style (Head of Department, age 

40) 

A leadership style is effective as a visionary who can 

hire others for the common good and plan to realize that 

vision through a cooperative leadership style [18]. This 

fits with the model of transformational leadership [19], as 

a model in this leadership is not located on magnetic 

personalities or entrance to traditional sources of 

strength, but appear "when one or more people engage 

with others in a similar way that heads and members 

elevate each other to a degree stimulus and higher ethics" 

[20]. 

3.8. Mentor 

Participant 5 

“My support system consists of my family and my 

(few) friends. My circle is never been wide since I 

personally prefer quality of relationship than quantity. 

My family is my main support system since day one just 

like any family. And the other is my close friend. One of 

my closest friends for me is not only a friend, but also a 

mentor for me. She is someone with so much experience 

in educational field, so I often ask for recommendation, 

suggestion, opinion for the problem that I face.” (Head of 

Department, age 47) 

Participant 3  

“My former director because he gave me the 

opportunity to explore like in college in America. When 

he was a director, I collaborated, Whatever I planned 

permitted” (Head of Department, age 47) 

Participant 4   

I have a role model in my department since the first 

time I join. When the first time I join my department, I 

have good senior that I look up too. He was my colleague, 

but now he is the head of department. I admire the way 

he communicates with another colleague. Usually the 

juniors and younger lecturers will have their own 

clique/group, separated from the seniors. It does not 

prefer to hang around with the same age. But my head 

department has a way to easily associate or mingle with 

everybody despite being one of the young lecturers. And 

now he become a leader, he is not only good at getting 

along, but also good at leading all of us. (Head of editor 

journal, age 32) 

Participant 1 

I learn from everyone I meet in my life from my 

teachers, my parents, and try to find something good that 

I can imitate and share with the people around me. An 

important person in my life influenced me at work. She 

was very patient and open-minded. He cares deeply for 

us as his disciples. And what changed my career choice 

was my husband. (Head of Department, age 40) 

In universities, mentoring is used to promote and 

sustain career development and personal growth [8]. The 

participants in this study had at least one mentor, who 

helped them throughout their leadership journey. 

Most of them chose the same education sector as their 

parents. One participant chose a different career path 

from their parents. They chose a career based on the 

interests and skills that were influenced by their parents. 

Each participant in this study showed the influence of 

their family, especially their mother, on their life choices. 

Many participants admitted that their love for education 

came from their families. Several participants stated that 

their mother was more of a motivator. Every participant 

in this study realized the importance of receiving an 

education. Almost all participants acknowledged that it 

was their mother who encouraged them to get an 

education and achieve their dreams. 

4. CONCLUSION 

In this paper, five females shared their special 

experiences for achieving their position and included 

their adventures and effects, which provides perception 

into how they have completed their leadership position in 

education. Providing detailed, Individual journeys of 

female leaders and their viewpoint is essential for the 

prospective future of women [21]. The researchers made 

eight overall findings: (a) family, partner, and kids 

affected each female’schoices for her study and 

occupational options; (b) education is a substantial value; 

(c) each contestant has at least one mentor and 

networking relationship; (d) Well communicate with 

group members; (e) having assist from somewhere is 

highly influential in serving; (f) Support members with 

high motivation and contribution and allow members 

with various ideas; (g) Formulate the plans pursuing the 

team goals previous to the discussions with members (i) 

their past events have had a significant influence on their 

success. 

Meaning the individual journeys, events, and ideas of 

these five females understand the essential events and 

effects of achieving a position in an institution. This 

research can assist as important promotional for 
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recruiting female into education by providing them with 

realistic events from women in educational settings. 

Similarly, it could improve the number of female genders 

entering educational who may require an increase of 

support or know other female gender have encountered 

identical challenges. 

This research can assist as guidance and awareness to 

all parents raising children especially girls to realize the 

consequences their decision-making as parents have on 

their daughter. Other leaders who work with female 

gender in men dominate field can use the research to 

improve understanding the role of a working woman. In 

addition, those working in any field, particularly in a 

male gender dominate field, could use research to more 

understand the gender dissimilarities that existing 

between females and males. 

In the same way, women searching for a adviser or 

networking relationship may use this research as a guide 

of what characteristics to search for in a mentor or 

networking relation. They may use this research as a 

guide to assist women leaders with a knowledge of the 

challenges they may face with solutions to counter the 

problem. 
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