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Abstract
There is a positive relationship between the high woman representation in public and the
success of corruption and poverty eradication. This means that the role of women becomes
very strategic along with the increase of woman representation in public region. In Indonesia,
the problem is that woman representation is very low in public region, and from time to time
it tends to decline. The low woman representation indicates that the motivation of women to
lead is lower than men. It is estimated that work-family conflicts and ambition of women
are the significant factors which is cause the low motivation of women to lead in Indonesia.
The population consists of the civil servants of local governement in “Gerbangkertasusila”
East Java. The data were collected by distributing questionares to respondents. Four
relationship hypotheses were signifincantly proven. These are : 1) the motivation of women
to lead is lower than man; 2) the higher of women’s work family conflict, the weaker the
motivation of women to lead ; 3) the stronger motivation of women to lead, the stronger of
women’s work family conflicts; 4) the stronger the interaction between women’s ambition
and work- family conflict, the weaker the motivation of women to lead.
Keywords : Work-family conflict, Motivation to lead, Ambition
1. Introduction
Any nations that disrespect their woman will not be a great nation, either for now or in the
future. One fundamental reason behind the drastic collapse of a nation is the disrespect
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against their woman. Indeed, woman is a manifestation of Mother Nature, and therefore, the
rise of woman is also the rise of a nation (Vivekananda in Darwin, 2005). This expression
values highly the dignity of woman.
A woman is symbolized as the sacred creature, culturally or socially. A woman is not
important creature (the second human being), but merely a supplement (created from and for
the interest of men). Both opinions are contradictive, and it is not surprised to say that the
role of Indonesia women is in the uncertain internodes. Viewed from patriarchic culture
perspective in Indonesia, if women enter the superiority realm of men, the family realm of
women must still be their primary role. Therefore women play double (subjected to role
conflict) because they must act as housewife but at same time, also be the seeker of
subsistence.
Some findings of research challenge the bad perception of women within the life of
community, including Indonesia. Swamy et al. (1999) admit that high representation of
woman as the owner or manager of company can reduce the bribery rate. Many woman
representatives in the parliament may also reduce the corruption rank of the country. It is
consistent to Dollar et al. (2001) and Sung (2003) who explain that higher representative rate
of woman in the government is related to lower level of corruption. Other study shows that
higher participation of woman corresponds to higher level of community welfare and higher
success level of poverty alleviation (Darwin, 2005). If it is integrated with corruption
eradication and poverty alleviation, the presence and role of women may be very relevant and
strategic which is corresponded with the increased woman representative within public realm.
2. Lite rature Review
Four reasons are asserted to answer why this study focuses on the role of women in public
realm. These reasons are explained based on gender equality perspective where men are used
the comparator. These reasons are:
 Low woman representation in the public realm, mainly in Indonesia (Darwin, 2005), and
in the world (Kenworthy and Malami, 1999).
 The powerful strength of patriarchic culture in Indonesia, even legitimated by the nation
(Darwin, 2005).
 Strategic role by women in public realm for corruption eradication and poverty alleviation
(Swamy et al., 1999; Dollar et al., 2001; Sung, 2003; Darwin, 2005), mainly in Indonesia.
The research begins from the statement of Ebrahimi (1999) that low woman representation in
public realm is the evidence of lower aspiration or lower motivation to become manager, or
less motivated to pursue managerial careers (Clien et al., 1997). Both terms are identical with
managerial role motivation or motivation to manage (Miner, 1993), or motivation to lead
(Chan and Drasgow, 2001; Sanchez, 2003).
Findings of empirical researches from Allan and Nellen (1992), Bartol and Martin (1987),
and Bartol et al. (1981) prove that women motivation to lead is lower than men. These three
researches are conducted in America that is known with its western culture. Women struggle
for gender similarity (gender equally) through their feminism movement. In contrast, research
by Chen et al. (1997), Ebrahimi (1999), and Ebrahimi et al. (2001) find that there is no
25
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difference in motivation to lead between women and men. These three researches are carried
out in Asia (China and Hong Kong) which is famous with eastern culture. Interestingly, the
women live within patriarchic culture environment, but still with the demand of gender
equality.
Based on the perspective of the dichotomy of west and east cultures, with each characteristic
of gender justice (equally and equality), it is reasonable to find a confusing result of research
about the motivation to lead between women and men. However, it may be still attractive to
examine the degree of motivation to lead between women and men in Indonesia (Donnell and
Hall, 1980; Lord et al., 1986; Pajares, 1996; Chen et al., 1997; Chan and Drasgow, 2001;
Webb, 2003; Sanches, 2003; Ebrahimi et al., 2005). It needs to be sure whether the result of
the research so far is consistent with Allan and Nellen (1992), Bartol and Marlin (1987), and
Bartol et al. (1981), that motivation of men to lead is higher than that of women, or whether
the result is equaled to Ebrahimi (1999;2001), Chen et al. (1997), and Maner (1993), that
motivation of men to lead is similar to women.
In comparing current researches and previous researches, the difference remains within
factors influencing or being antecedent and outcome of the motivation to lead itself, which
involves: the increased work-family conflict due to the increased motivation of women to
lead (Greenhaus and Kopelman, 1981; Greenhaus and Beutell, 1985; Rachman, 1998), low
motivation of women to lead because of the increased work- family conflict (Ragins and
Sundstrom, 1989; Gutek et al., 1991; Boles, 2001; Elloy and Smith, 2003), and the increased
motivation of women to lead due to their ambition and work-family conflict (Howard and
Bray, 1988; Korabik and Rosin, 1995; Kirchmeyer,1998; Metz, 2004; Mathur-Helrn, 2006).
These variables must be researched.
Some other findings show that women leadership is better than men. Within transformational
leadership style, emotional intelligence of women is better than men (Porterfield and Kleiner,
2005). Stanford asserts that the feminism characteristic of women brings privilege to women
leader, such as communication skill, superior arbitrator, and problem solving with soft
approach (Appelbaum and Miller, 2003). Many researches confirm the privilege of women
leadership, but some facts also indicate low woman representation in the
leadership/management. Low women representation signs the weaker managerial role
motivation or the weaker motivation of women to lead (Powell and Butterfield, 1994; Chen et
al., 1997).
Research about the difference of men and women in the managerial role motivation is very
few. A synthesis of some researches about managerial role motivation highlights that
motivation of women to lead is lower than men. Kloot (2004) asks “why women do not show
good leadership, or always suffer from leadership distortion?” Some opinions are quoted by
Kloot (2004), such as:
 Sinclair: Within the employment world, motivation of men is initiated by the demand of
achievement, while motivation of women is based on the demand of affiliation.
 Gilligant : There is a difference of the experience between women and men in making
decision of children care. This difference causes different skills and traits when they enter
the employment world.
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 Chung and Monroe: Men have interest more on competitive success, while women are
focusing on doing a job well. Men concern less with human relation and seem more
aggressive. Men can be tolerant to ethical misbehavior while women are reverse.
 Shakeshaft : Traditionally, characteristics such as firm, competitive, work-oriented, and
aggressive, are important elements in management. Women often apply relational and
participatory skills in management, and prefer avoiding conflict and using collaborative
strategy.
Kloot (2004) and Hayes et al. (2004) insist that these four conditions as certain the lower
position of women than men in leadership and management. Traditional culture perspective
of Indonesia women is never touched with rigidity, powerfulness, or firmness that are the key
elements of power or leadership. Therefore, Indonesia women are usually lack of managerial
role motivation than men.
Work and family are two most important aspects of workers’ life. Between these two, there is
a conflict of interest. Conflict of work responsibility and family responsibility, and its effect
on workers, are the issue which is greatly attended in the popular and scientific publications
(Boles et al., 2001). Williams and Alliger (1994) remind that it must be given serious
attention because women workers have conflict potential against their family life, which is in
turn, influencing performance.
Work-family conflict suffered by the family women is obvious when they must balance the
demand of work and the demand of family life. Failure to balance both will produce
work- family conflict. This conflict is a combination between work overload, role conflict,
and role ambiguity (Elloy and Smith, 2003). The conflict of work responsibility and family
responsibility is classified as the causal factor of absenteeism, low job satisfaction, and low
motivation (including motivation to lead). These three causes are related to permanent
withdrawal behavior and turnover (Abbott el al., 1998). It means that the decision of
women to leave the work for the family issue is prioritized more than the work itself (Gutek
et al., 1991).
For women, higher career progress is higher tension of work- family conflict, and it makes
them far away from the family (Butler, 2004). Career progress always involves higher
motivation to pursue the career, higher responsibility (time and mind) at work, and lower
attention (time and mind) for family. In general, women give interest more to family than
work (Gutek et al., 1991). Women can sacrifice their career progress to limit the stress (Nieva,
1985) such that women may be less motivated to lead than men (Donnell and Hall, 1980).
Within the discussion of work- family conflict, and as related to the motivation to lead, it is
concluded that work- family conflict has negative impact on motivation to lead. Higher
motivation to lead means that the allocation of timing is given for work, but causing higher
tension of work- family conflict. it can be said that there is a bi-directional relationship
between work- family conflict and motivation to lead.
Work-family conflict may have less negative influence on motivation to lead if women or
men have strong ambition to be a leader. Mathur and Helm (2006) find that ambition is one
important characteristic from 65% samples for the promotion of career success of women
27
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into the position oftop management. Previous research expresses that the ambition is
positively related to work commitment of women (Korahik and Rosin, 1995). Therefore,
ambition is greatly related to career success of women than of men (Kirchmeyer, 1998).
Metz (2004) reveals that women with ambition will work harder than those without ambition
to increase their self quality (education, training and development) to prepare their selves for
managerial position. Ambition is a dimension of personality but without direct relation with
career success (managerial advancement) through education, training and development as the
component of human capital (Metz, 2004). Motivation to obtain something may be stronger
when the ambition pushes it forward. Women with ambition can work longer and it signifies
the higher commitment to the organization than those without ambition (Korabik and Rosin,
1995).
Ambition is closely related to motivation to lead and work-family conflict. It is then said that
the higher ambition, the stronger motivation to lead. If the strength of ambition interacts with
work- family conflict, it can be said that ambition strength can attenuate the negative effect of
work- family conflict on motivation to lead. It is shown in conceptual framework of research
in Figure 1.
Figure 1. Research Conceptual Frame work

Ambition

Work-Fa
Motivation
to Lead

mily
Conflict

3. Hypotheses of Research
Lower woman representation in public realm triggers the research on the comparison of
motivation to lead between women and men in Indonesia context, and its relationship with
their ambition and work- family conflict. Based on review of literature and conceptual
framework, it is hypothesized that:
 Motivation of women to lead is lower than men.
 The higher of women’s work family conflict, the weaker the motivation of women to lead.
 The stronger motivation of women to lead, the stronger of women’s work family co nflicts.
 The stronger the interaction between women’s ambition and work-family conflict, the
weaker the motivation of women to lead.
4. Methodology
Research object is some second-tier local governments in East Java Province which belong to
28
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a major region of Gerbangkertosusila. The unit of analysis is the civil servants, women and
men, in Rank III (IIIa, IIIb, IIIc, IIId) in this region. Sampling technique is probability
sampling because the number of population is known (population access), which is 30,801
civil servants. Sampling technique of stratified random sampling is one type of probability
sampling technique. The sample is 200 civil servants (100 men and 100 women) in Rank III.
Result of the questionnaire filling is checked and only 117 (60 women and 57 men) are used
for analysis.
5. Finding
Result of analysis of variance with dummy variables is shown in Table 2. Result of analysis
with Structural Equation Modeling is indicated in Table 3. The result of Correlation Analysis
is shown in Table 4.
Table 2. Result of The Analysis of Difference between Men and Women
Dependent
Men
Women
Conclusion
Variable
Estimation
Estimation
Work-family
17.755
18.217
Women
>
conflict
25.456
24.000
Men
Motivation to lead
3.532
3.450
Women
<
Ambition
Men
Women
=
Men
Independent Variable: Sex
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Table 3. Result of Testing of the Direct Effect Hypothesis
Independent  Dependent Variable Standardiz
Variable
ed
Estimation
Woman
Work-family
Motivation to lead
-0.781
conflict 

p-Va
lue



Motivation to lead

0.142

***

WFC & Ambition



Motivation to lead

0.172

***

0.690

***

-0.620

***

Motivation to lead

0.336

***

Motivation to lead

0.343

***

0.548

***

Work-family
 conflict
Men

Work-family
Motivation to lead
conflict 
Ambition
WFC & Ambition




 Work-family
conflict
Note: *** = p-value  0.001
WFC : Work- family conflict
Motivation to lead

Table 4. Correlation Across Variables
WFC
ML
AB
WF 1
C
ML -0.265 1
*
AB 0.326 0.352 1
*
*
AG -0.237 0.399 0.359
*
*
*
EB 0.316 0.307 0.401
*
*
*
RK -0.372 0.315 0.311
*
*
*
ALC -0.337 0.087 0.079
*
NC 0.144 0.010 0.091
*
Note: * p-value  0.05

AG

EB

RK

Significa
nt
Significa
nt
Significa
nt
Significa
nt

*

Ambition

Motivation to lead

Note

ALC

Significa
nt
Significa
nt
Significa
nt
Significa
nt

NC

1
0.049

1

0.230
*
0.011

0.07
5
0.01
3
0.01
8

0.193
*

30

1
0.00
9
0.07
8

1
0.04
5
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WFC : Work- family conflict
AB : Ambition
AG
EB : Education background
ALC : Age of the last child NC

ML : Motivation to lead
: Age
RK : Rank
: Number of child

6. Discussion
6.1. Motivation to Lead among Women and Men
Empirical evidences indicate the presence of gender-based differences in levels of managerial
motivation based on Score of MSCS-H. It means that motivation of women to lead than that
of men. It is shortly explained as follows. Gender imbalance in the family responsibility is a
constraint against woman representation in management (Davidson and Burke, 2004; Wirth,
2001). Many women consider their responsibility in family is a constraint against their
managerial career (Liff and Ward; 2001; Metz and Tharenou, 2001). Women do not have
interest or may have less motivation to lead because they are culturally positioned to take
care of the family (Dolecheck and Dolecheck, 1987). The preservation of primary function of
women is constraining them from pursuing managerial career and reducing their motivation
to lead. Therefore, motivation of women to lead is lower than that of men.
Negative attitude of men colleagues against women manager is triggered by considered of
women as “glass ceiling effect” which only prohibiting men from occupying managerial
position (Ng’s, 1993). However, the strong feminist perception within employment world is
that men are only giving “glass ceiling effect” against women and therefore, women have
lower motivation to lead than men.
6.2. Work-Family Conflict and Motivation to Lead
Empirical evidences have shown that work- family conflict among women and men is giving
negative influence on motivation to lead. It means that the stronger work- family conflict, the
lower motivation to lead. The negative impact of work- family conflict on motivation to lead
is greater among women than men. This finding is shortly elaborated as follows:
 The work to serve husband and to care children is still the domain of responsibility of
women (Shelton and John, 1996).
 Women are suffered more from stronger relationship between family involvement and
work- family conflict than men (Greenhaus, 1989; Rothbard, 2001).
 Maternal mandatory is stronger perceived within Asia culture, including Indonesia.
Therefore, women professional with family is finding more difficulties than men in
balancing between work and family. Their work- family conflict, as consequence, is greater
(Greenhaus, 1989).
 Women experience greater work-family conflict than men when they try to balance dual
roles as worker and as the keeper of family (Frone, et al., 1992; Kim and Ling, 2001).
 Commitment to primary role may motivate women to reject labor mobility because it may
hinder their responsibility in taking care of family (Carnicer et al., 2003).
 Women manager and women professional consider maternal factor as preventing their
career development (Carnicer et al., 2004).
Indeed, the higher work- family conflict, the lower motivation of women to lead than that of
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men. This finding supports the greater tension of work- family conflict among women than
men. It is consistent to the analysis of the difference of work- family conflict. Interestingly, it
also indicates that women with work and family still have high commitment and consistency
to do their primary role.
6.3. Motivation to Lead and Work-Family Conflict
Empirical evidences have indicated that motivation to lead among women and men is
positively influencing work- family conflict. It means that the stronger motivation to lead, the
stronger work-family conflict. The positive impact of motivation to lead on work- family
conflict is greater among women than men. Brief expression of this finding is as follows:
 Husband/family with wife/mother in managerial/professional position experiences more
intensive work- family conflict than those without wife/mother in managerial/professional
position (Greenhaus and Kopelman, 1981).
 The less balance of two roles (work- family) only leads to increase the pressure or stress
rate of family and work (Greenhaus and Beutell, 1985).
 For women with role within public realm, role conflict occurs due to their double roles.
Work-family conflict may emerge from the combination of work overload, role conflict
and role ambiguity (Elloy and Smith, 2003).
 Women with work and family still have high commitment and consistency to do their
primary role (work-family conflict of women > work- family conflict of men)
Career progress of women because of their greater motivation to lead will require greater
responsibility (time, mind, attendance) to the work. The demand of this responsibility will
reduce their attention (time, mind, attendance) that should be given to the family (husband
and children). It means that the higher motivation to lead, the higher work- family conflict of
women than of men.
6.4. Interaction of Ambition and Work-Family Conflict against Motivation to Lead
The interaction between ambition and work- family conflict has positive impact on motivation
to lead. It means that ambition can change the impact of work- family conflict on motivation
to lead. For women, this impact is smaller than for men. It can be shortly expressed as
follows:
 People with ambition will try harder and stronger to achieve something (motivation to lead)
they want to than those without ambition or with weak ambition (Metz, 2004).
 Women with ambition can work longer and it signifies the higher commitment to the
organization than those without ambition (Korabik and Rosin, 1995).
 Hard work is aimed to increase their self quality (education, training and development) to
prepare their selves for managerial position (Ischinger, 2006).
 Ambition is more related to career success of women than that of men (Kirchmeyer,
1998).
 Ambition is one important characteristic from 65% samples for the promotion of career
success of women into the position of top management (Mathur-Helm, 2006).
 Ambition is a dimension of personality but without direct relation with career success
(managerial advancement) through education, training and development as the component
of human capital (Metz, 2004).
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In preserving their primary function, women with strong ambition cannot sacrifice their
family although they have high commitment to organization. Women with strong ambition
are women with smartness (smart women). It is shown by their capability to keep the balance
between organizational interest and family interest. It means that women can suppress the
negative effect of work-family conflict. Family is therefore used as the main push for their
motivation to lead. Therefore, it is said that the higher ambition, the lower negative effect of
work- family conflict on motivation to lead among women than men.
7. Conclusion and Suggestion
7.1. Conclusion
Although Indonesia is included within moderate feminine culture dimension (Hofstede, 1980),
empirical evidence shows that work environment tends to be masculine culture. Within
masculine culture (patriarchic culture), women suffer from greater resistance from their men
colleagues (Hofstede, 1995). This resistance may take a form of “glass ceiling” as the barrier
against upward mobility of women career. Therefore, the motivation of women to lead is
lower than that of men.
The stronger patriarchic (masculine) culture in work environment forces women to be
consistent with their traditional role. This forced consistency to traditional role motivates
women to reject upward mobility (Carnicer, 2003) and they give more interest to family than
work (Gutek et al., 1991). If role conflict occurs, women can sacrifice their career progress,
and as a result, women have lower motivation to lead than men (Donnell and Hall, 1980;
Ragins and Sundstrom, 1989). It is then asserted that the higher work-family conflict, the
lower motivation of women to lead than that of men.
When women have motivation to lead, role conflict happens. Failure to balance traditional
role and work world is causing such conflict. Work- family conflict may occur from this,
especially from the combination between work overload, role conflict and role ambiguity
(Elloy and Smith, 2003). It can be then determined that the higher motivation to lead, the
higher work-family conflict among women than men.
Ambition is closely related with career success of women than that of men (Kirchmeyer,
1998). For women with ambition, any barriers will be penetrated as long as they believe that
something is achievable (being smart women). Strong ambition (women ambition = men
ambition) can change negative impact of work- family conflict on motivation to lead.
Negative impact may reduce and change into positive. Therefore, it can be sure that the
higher ambition, the lower negative effect of work- family conflict on motivation of women to
lead than that of men.
The positive moderation effect of ambition into the relationship between work- family conflict
and motivation to lead is lower among women than men. Empirical evidences indicate that
the ambition rate of women and men is similar. Why is that?
First, empirical evidences show that work environment of respondents (second-tier local
government) is often oriented toward masculine culture. Within masculine culture
environment, women experience greater resistance from men colleagues (Hofstede, 1995). A
form of this resistance is “glass ceiling” element which is constraining upward mobility of
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www.macrothink.org/ijhrs

International Journal of Human Resource Studies
ISSN 2162-3058
2013, Vol. 3, No. 3

women career.
Second, strong masculine culture within work environment of respondents forces women to
be consistent to their traditional role. Their consistency to their traditional role motivates
women to reject upward mobility (Carnicer, 2003). They give more interest to family than
work (Gutek et al., 1991). If there is role conflict, women sacrifice their career progress, and
consequently, women have lower motivation to lead than men (Donnell and Hall, 1980;
Ragins and Sundstrom, 1989).
Third, theoretically, Hofstede (2007) explains that men are characterized with some attributes
such as give more emphases on career success, more ambitious, firm, competitive,
life- for-work, consider women as house keeper, and high achievement. Women give more
priorities to life quality, close interpersonal relationship, care for the weak, work-for- life,
consider women and men as the keeper of family, and adequate achievement.
7.2. Suggestions
Empirical evidences so far confirm that motivation of women to lead is lower than that of
men. It underscores the phenomenon of low woman representation than man representation
within public realm of Indonesia. It means that the finding can be generalized that motivation
of women to lead is lower than that of men. As a result, woman representation within public
realm is lower than man representation.
Based on this finding, the barrier of motivation of women to lead is work-family conflict
(Greenhaus and Beutell, 1985), and the stronger perception of glass ceiling only empowers
the resistance against women within masculine culture (Hofstede, 1995) and sharpens the
difference of life perception between masculine and feminine (Hofstede, 2007).
Work-family conflict suffered by women that is hindering their motivation to lead should be
reduced by the current leader by giving attention to the characteristic of such work- family
conflict. The most dominant work- family conflict for women respondents is the anxiety of
divorce. For men respondent, the most dominant work- family conflict is the anxiety of losing
father figure for children. Although work- family conflict is giving negative impact on
motivation of men to lead, the rate is still less than that of women.
A little work-family conflict (threat of divorce) and perception of glass ceiling will always
accompany women with work and family. It surely negatively influences a number of
work-attitudes and behavior at work place, and in turn, it may reduce performance. To reduce
negative impact, organization and local government should deliver some performance-based
regulations and policies which are family- friendly and fair-play. These regulations and
policies are consistent to gender characteristic among women in civil servants, mainly to their
primary role (gender sensitive policy).
Related to motivation to lead, women respondents admit that a woman with work and family
who has motivation to lead should have the most dominant attribute, which is the desire to
perform routine administrative functions. For men respondents, the most dominant attribute is
to have competence or the desire to be distinct and different. Other finding also confirms that
besides this dominant attribute, the desire to compete (masculine culture) is still considered as
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important for women and men with work and family who have motivation to lead.
To increase the motivation to lead, organizational leader and the local government must give
specific concern to women. The quality of human resource can be improved through
education, training and development. For women, it is important to increase their
administrative ability and skill, but for men, it is useful to increase their competence.
Through the increase of each ability and skill, fair competition must be created.
The policy of increasing human resource quality through education, training & development
will grow the enthusiasm and ambition to produce the motivation of women to lead to be
similar with that of men. Therefore, no more negative perceptions should be given against
women such as perceiving that employment world is the world of men, men should be the
number first, and women must be the next number.
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