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The Transformation of Higher Education in Indonesia: Implementing a new policy
and changing role of dean in a new university management.
This research, under supervision of Center for Higher Education Policy Studies (CHEPS), is involving an
empirically based investigation of the changing role of the deanship in university management.

Part I: Introduction and Background
Chapter 1 Introduction
1.1 Introduction
Higher education in Indonesia has had a relatively short history. It was started in the end of 19th
century by establishing a medical education for indigenous doctor. At that time, the number of
students was merely 200 [Directorate General of Higher Education (DGHE), 1999]. From the history,
the Dutch colonized the Netherlands India (now Indonesia) from 1595 to 1949. Before the Second
World War happened, some postsecondary1 schools were founded. In 1920, the Technical College in
Bandung was established. Then, the College of Law was set up in 1924 in Batavia (now Jakarta). It
was followed by the College of Medicine in 1927. The main purpose of setting up the few
postsecondary schools was to supply skilled personnel for colonial administration [Bachtiar, 1991].
During that time, there were no more than seven hundred indigenous students (mostly European
students) obtaining postsecondary education.
From 1941 to 1945, the Japanese occupied Indonesia. During the Japanese invasion, postsecondary
education stopped to expand. When the Dutch army reoccupied part of Indonesia in 1946,
postsecondary education was reopened by the establishment of new colleges in Bogor. One of them
was the Agricultural College in Bogor.
After proclaiming independence from colonial rule in August 17, 1945, the first two Indonesian
tertiary institutions were established. The University of Gadjah Mada was founded in 1949 in
Yogjakarta and the University of Indonesia was set up in 1950 in Jakarta [Encyclopedia of higher
education, 1992].
A remarkable growth of universities, institutes and colleges could be seen in the period of the 1950s
[Thomas, 1973]. After the independence of 1945, several institutions of higher learning were
established such as Indonesian Islamic University in 1946, National University and Gadjah Mada
University in 1949. Several professional institutions, for example, engineering and sciences in
Bandung, agriculture in Bogor, and medical in Surabaya, were merged under Balai Perguruan Tinggi
in Jakarta, which became the University of Indonesia in 1950 [DGHE, 1999].
In the 1950s, institutions located outside Jakarta gradually became university by themselves, namely,
University of Airlangga in Surabaya (1954), University of Hassanudin in Ujung Pandang (1956),
Andalas University in Padang (1956), Padjadjaran University in Bandung (1957), Institute of
Technology Bandung in Bandung (1959), Diponegoro University in Semarang (1960), 10 November
Institute of Technology in Surabaya (1960), Catholic Higher Education Institution in Bandung (1961)
and Institute of Agricultural Bogor in Bogor (1963). During the 1950s nine new universities and three
Teacher Training Colleges (IKIP) were set up with a total of more than 6,500 students
[http://reference.allrefer.com/, 1992].
In 1960s, each province had at least one state university. No less than 23 new universities, institutes,
and teacher training colleges were established during that period. The government issued the new
education law (UU 15/1961) that provides the basis for private participation in higher education,
allowing every citizen to establish new private schools. In 1970s, there were 450 private and state
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institutions enrolling 237,000 students. By 1990 there were 900 higher learning institutions with
141,000 teachers and nearly 1,486,000 students [Ibid, reference.allrefer.com, 1992].
In 2004, Indonesia has had eighty-one state higher institutions and two thousand two hundred and
thirty-six private higher institutions consisting of academies, polytechnics, colleges, institutes and
universities [Indonesian Higher Education Board, 2004]. In the academic year of 2000-2001, number
of students enrolled higher institution were two million four hundred and forty-three thousand
students. It was only 32.1% of it enrolled at state higher institutions and 67.9% registered at private
higher institutions [Ministry of National Education, DGHE, 2002].
1.2 Problem Statement
In 1997, East Asian countries, including Indonesia, experienced the worst economic crisis, followed
by the fall of its political and social system. The centralistic approach immediately becomes outdated
and it cannot cope with these new types of challenges. In 1999-2000, the government issued the
decentralization and autonomy in all aspects including education. Moreover, the impact of
globalization2 also causes a shift of the role of higher education institutions from conventional
learning institutions to research institutions (knowledge creators), a change from random planning to
strategic planning and a movement from comparative-study approach among state universities to
competitive approach [Brodjonegoro, 2003]. To survive in the new systems and in the globalization
era, the Ministry of National Education and the Directorate General of Higher Education have been
implementing a strategic plan, that is, Higher Education Long Term Strategy (HELTS) 2003-2010.
The HELTS focuses on quality and relevance; access and equity; and autonomy in higher institutions
[HELTS IV, 2003]. Moreover, another new policy appearing is a changing status of state institution
to BHMN (autonomous public institution). This shift of status directs the development of state
institutions to faculty or department basis. Deans have the highest position at faculty and at the same
time they are also a part of university management at an institution. Confronted with those changes,
how do deans cope with the challenges? How do deans manage their faculties?
1.3 Research project questions
This study focuses on the deanship somewhat it is considered as a middle management at a university
management system in an institution. The role of the deans will be mainly analyzed in the research.
Therefore, the key research question is:
How does a dean deliver academic and management leadership in the modern Indonesian
autonomous state university?
Based on the university cultures, national and international condition and situation as well as some
new policies on higher education in Indonesia, some related-sub research questions will be addressed
too. They are as follows:
1.
2.
3.
4.
5.

What is the real job of a dean in an autonomous state university now?
What are the duties and responsibilities of a dean in carrying academic matters?
What are the duties and responsibilities of a dean in managing the faculties?
Are there any differences between the former and new tasks and responsibilities of a dean?
What are the most relevant issues that make a dean more or less effective and efficient in doing
his/her job?

1.4 Objectives
The main objectives of the research project are:
1. To analyze the changing roles of dean related to a new university management and a new
government policy in Indonesian Higher Education.
2. To investigate the conceptualisation of executive management in transforming university.
3. To identify the executive styles of management on higher education management
2
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4. To do analytical description of the duties, responsibilities and accountabilities of a modern dean
as executive management and academic staff
5. To present the impacts of the modern role of a dean in a new university management /
governance
1.5 Theoretical Framework
This study will use role theory, leadership theories and models of management theories. It also applies the
Elinor Ostrom’s rule typology for analyzing the formal rule structure based on the selected actors to
describe the actions that are required, permitted or forbidden to take. This research uses three main
literatures, that is, Structure in fives by Mintzberg, How colleges work by Birnbaun, and The higher
education managerial revolution? By Amaral, Meek and Larsen (Eds.).
1.6 Operationalization and Methodology
This research uses three kinds of data collection, namely, questionnaires, documents and interviews. Most
of data collection will be done in Indonesia. The scope is primarily on the state institutions which have
been directly got greater impacts by the implementation of a new policy BHMN. The study is limited on
big and outstanding state institutions in Java as the central growth of economy in Indonesia. The state
institutions are University of Indonesia (UI) in Jakarta, Gadjah Mada University (UGM) in Yogyakarta,
Institute Technology of Bandung (ITB) in Bandung, and Bogor Agricultural University (IPB). Qualitative
method will also be applied for this research.
1.7 Outline of the study
The design of this study is divided into five parts. The first part is introduction and background. Chapter 1
describes the introduction illustrating the historical perspective of higher education in Indonesia, research
questions and objective of the study. Chapter 2 illustrates the country report of higher education and
research system in Indonesia. Chapter 3 portrays the internal governance structure of universities. Chapter
4 discusses the deanship and the job description of ‘modern’ dean. The second part of this study
commences with generic concepts and theories. They are role theory, rational actor theory, leadership
theories and models of management styles and deanship. The third part elaborates the research design and
methodology of the study. It copes with the process of data collection, qualitative approach in order to
conduct the analysis of empirical findings. The fourth part is empirical findings. The fifth part concludes
the results of the empirical findings and recommends further study on the research.
Contribution of this research project:
This research will analyze the position of Dean with respect to higher education systems. The results of
the project will improve understanding of the increasing significance of middle management in shaping
the development of higher education institutions and sectors in Indonesia. Moreover, the executive
management styles obtained can be a good strategy in reality to strengthen executive leadership at central
and middle levels not only at university governance but also at higher institutions in Indonesia.
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Part II Introduction to Approaches and Concepts
2.1 Introduction
This chapter explains what management and leadership are. It also discusses role theory in
details.
2.2 Management and leadership: the key differences
Leadership and management are two notions that are often used interchangeably. However, these
words actually describe two different concepts. But before considering what the differences are
between management and leadership, let’s first consider what the terms mean. Management is
the act of managing [www.wordreference.com]. Management focuses on a method of
maintaining control over things such as planning, budgeting, reporting, supervising and so on.
Leadership however, is about the process of initiating and coping with change [McKay, 2005].
Leadership focuses on inspiring people to work towards the achievement of the new direction,
often through the personal example set by the leader.
Leadership is just one of the many assets a successful manager must possess. Care must be taken
in distinguishing between the two concepts. The main aim of a manager is to maximize the
output of the organization through administrative implementation. To achieve this, managers
must undertake the following functions: organization, planning, staffing, directing and
controlling. Leadership is just one important component of the directing function. A manager
cannot just be a leader, he also needs formal authority to be effective. "For any quality initiative
to take hold, senior management must be involved and act as a role model. This involvement
cannot be delegated." [Daniel. F. Predpall, 1994]
Managers think incrementally, whilst leaders think radically. "Managers do things right, while
leaders do the right thing." [Richard Pascale, 1990]. This means that managers do things by the
book and follow company policy, while leaders follow their own intuition, which may in turn be
of more benefit to the company. A leader is more emotional than a manager. "Men are governed
by their emotions rather than their intelligence" [John Fenton, 1990]. A leader is someone who
people naturally follow through their own choice, whereas a manager must be obeyed. A
manager may only have obtained his position of authority through time and loyalty given to the
company, not as a result of his leadership qualities. A leader may have no organizational skills,
but his vision unites people behind him.
In short, management is concerned with ‘doing things right’, largely work-oriented and
comprised of skills which are capable of being learnt and of being taught. Whilst, leadership is
concerned with ‘doing the right things’, concerned with personality, attitudes and values which
are more capable of being released, and includes activities to do with family, social life, sports or
politics, as well as work.
2.3 Role theory
Role theory is a perspective in social psychology that considers most of everyday activity to be
living up to the roles, or expectations, of others [Michener, H. Andrew. (2004)]. Role Theory
also posits that human behavior is guided by expectations held both by the individual and by
other people [Michener, H. Andrew and John D. DeLamater, 1999]. It suggests the following
propositions (considerations) about social behavior: first, people spend much of their lives in
groups, second, within these groups, people often take distinct positions, third, each of these
positions can be called a role, with a whole set of functions that are molded by the expectations
of others, fourth, formalized expectations become norms when enough people feel comfortable
in providing punishments and rewards for the expected behavior, fifth, individuals are generally
conformists, and in so far as that is true, they conform to roles, the last, the anticipation of
rewards and punishments inspire this conformity
[http://www.sciencedaily.com/encyclopedia/role_theory].
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2.3.1 Role
There are many terms of role. Role is a concept that derives from the theatre, but has become a
word that has evolved to refer to any function within a complex system [Blatner, 2002]. Role
also refers to a set of behaviours that has some socially agreed-upon functions and an accepted
code of norms [Online lecture, www.unc.edu/]. To a psychologist, a role is a set of expectations
about the ways in which people are supposed to behave in different situations. To a sociologist, a
role represents the way someone is expected to behave in a particular social situation
[www.sociology.org.uk]. Roles, therefore, are the parts that we play in our relationships with
others. In other word, we all have roles that we play. Not in roles in a "play", but roles we play in
life. Roles exist independently of the people who play them. They serve as a bridge between the
individual and society. Roles may represent relationship such as mother, father, friend, worker
and et cetera. But roles signify more than relationships. They also represent functions, or duties.
For example, a person who is a dean of a faculty at university is expected to act in certain ways
specifically because of the title the person holds and the expectations we have in our society
about the ways deans should behave.
Each role has a number of associated characteristics. It involves norms of behaviour and a role
set. Norms of behaviour mean that a person who is playing the role of a student, for example, is
expected to behave in a particular way. He/she is expected to attend classes, do homework, take
notes, listen attentively and etcetera. In this case, a dean is expected to manage the faculty, raise
the input and output of students, develop curriculum/syllabus, teach/lecture, conduct research
and so on. A group of other roles that relates specifically to the role we are playing is called role
set. For example, a dean may be a father, husband, brother in his family but he is also the head of
faculty, an academic staff, a colleague, and so on in his working environment (see role analysis).
2.3.2 Role concept
Role concept consists of three components, that is, role demands, role conception and role
performance [Denters, 2004]. The relationships of each component are described in this diagram
[Ibid, 2004]. Role performance is the resultant of many forces. Some of these forces derive from
the organizational matrix; for example the role demands [Levinson, 1986]. Other determinants
lie within the person are called role conception.

Role Demands

Personal Role
Conception
Role Performance

2.3.3

Role performance

Hardy & Conway [1978] defined role performance as differentiated behavior or action relevant
to a specific position. The idea of role performance relates to how successfully a person plays his
role. Think of this example, all deans play the same basic role, but their performance, that is,
success or failure in that role, will vary dramatically. Alternatively, there may be more than one
way to perform a role successfully. The question is that how to and who judge that a dean is
successful or failed? It is important to note that role performance is judged not only by actual
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facts or data but also by others rather than by the person playing a particular role. This reinforces
the idea of roles being played in association with other roles and the significance of others as a
source of information that we can use to evaluate our success or failure in a particular role. Role
relationship will always be based on a set of norms particular to the culture in which the roles
exist. It also can be modified by a range of other relevant factors like age, gender and ethnicity.
For example, the age of individual playing the dean role may alter the way the role is performed.
A young dean will have different relationship to his older staff than will the same age dean.
Similarly, gender differences may influence the role performance. Male deans lead and manage
their faculty differently from do female deans. In a similar way, ethnic differences between deans
and his staff may impact on the way each sees and performs their particular roles.
2.3.4

Role conflict

Role conflict is a condition in which existing role expectations are contradictory or mutually
exclusive [Hardy & Conway, 1978]. It occurs when the norms consistent with one role we play
prevent us behaving in accordance with the norms consistent with another role. For example,
dean A has two different roles, one role is that of a father of 5 year old son, where one of the
norms is that he has to take care of his son well. At the moment he is sick and he has to be taken
to hospital to do the X-ray at 3 pm on a Friday afternoon. The other role is that of a head of
faculty. As a good and faithful person, when a crisis occurs at work, his employer (Rector)
demands that he comes for a meeting at 2:45 pm on a Friday afternoon. In terms of these two
roles, this is a no-win situation for him. If you follow the norms associated with one role, you
will break the norms associated with the other role. The fact that it is not his fault and that
whatever he chooses to do will mean getting into trouble with either his family or his employer is
irrelevant here. This kind of conflict is called internal role conflict. The other kind of conflict is
external conflict. The conflict occurs between the rector and the dean or between the dean and
one of his academic staff.
2.3.5 Role analysis
Blatner [2002] wrote in his paper “our social being-ness” that human beings are embedded in
networks of relationships at many levels. Within many of these relationships, there is not just one
but several interacting roles. A dean may share the roles of husband, father, brother, head of
faculty, employer and etc. Thus, many roles are complex, especially those which involve major
relationships and jobs. However, roles can be analyzed too. Role analysis can also be used for
diagnosing problems at work or in organizations, for clarifying issues in families or in
classrooms.
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Role Analysis of Dean

Fin a n cin g & m a n a gin g th e fa cu lty
b ud g e ts b a s e d on th e n ee d s

Ma n a g in g th e w h o le a ctivitie s in th e fa cu lty

H e ad of fa cu lty

C o n tro llin g th e b u d g ets

R e po rtin g the in pu t/o u tp ut o f s tu de n ts

Fin an cia l C o ntro ller

R e cru itin g te a ch e rs /ad m in is tra tive s ta ff
Es ta b lis h in g e xte rn a l co o p era tio n w ith o th e r fa cultie s
D ire cting , m o n ito rin g & co ach in g
th e a d m in is tra tive s ta ff

Ma na g in g & co n trollin g th e fin a n ce of th e facu lty
Em plo ye r

Mo n ito rin g & co ach in g the
a cad e m ic s taff

Tea ch e r

Te ach in g
D e s ig n in g s ylla b u s

Im p lem en tin g /a pp lying th e
u n ivers ity ru le s & reg u la tio n

D EAN

R e vis in g /d e ve lop ing m a te ria ls
Ad m in is te rin g & Eva lua tin g e xa m s

Su b-o rd in a te

Es tab lis h in g g oo d
re la tio ns h ip s w ith to p
m a na g e m e n t

Es ta b lis h in g g o o d re latio n s h ips w ith
fa cu lty m e m b e rs

Su p ervis or

R es e a rch e r

C o lle ag u e

Ma kin g p a pe r/jo u rn a l
D oing fie ld re s ea rch

Es ta blis h in g g oo d e xte rn a l co o p e ra tio n
w ith othe r d e an s
Ma kin g pe rs on a l ap p ro a ch to
fa cu lty m e m b e rs

Sup e rvis ing , coa ch in g a n d
g u id in g s tud e n t's p ro je ct

Aca d e m ic C o o rd in a to r
Med ia tor
Fa cilita tin g th e ne e d s o f aca d em ic
& ad m in is trative s ta ff to the R e cto r
Im ple m e ntin g th e ru le s &
re g u la tio ns fro m th e R e cto r to th e
fa cu lty m em be rs

C oo rdin atin g th e cu rriculu m
D e ve lo p in g & re vis in g th e cu rricu lum
Fin d in g p ro je cts for fa cu lty
Im p rovin g & re vis in g th e s ylla b us to ge the r w ith
tea ch e rs
Im p ro vin g th e s tu d e nt's a s s e s s m e n t
Mo tiva tin g the te a ch e rs to im pro ve the ir
kn ow le dg e & s kills
Mo n ito rin g & rew a rdin g th e te a che rs '
a ch ie ve m e n t
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Part III Methodology
To understand how Deans perceive their roles, a qualitative approach is conducted by
distributing questionnaires to and interviewing deans in four state universities. The state
universities are University of Indonesia (UI), Institute of Technology Bandung (ITB), Bogor
Agricultural University (IPB) and Gajah Mada University (UGM). The four state universities are
chosen for this project because they have been applying the regulation of Autonomous state
university (BHMN).
Most of universities in Indonesia offer both Degree and Non-Degree programs. University of
Indonesia has 12 faculties for the undergraduate programs. Institute of Technology Bandung has
6 faculties for Bachelor Degree. Gajah Mada University has 18 faculties. The last Bogor
Agricultural University has 7 faculties. Therefore the total deans that will be interviewed and
given the questionnaire are 42 deans.
Operational steps
The questionnaires will be distributed both through email and hard copy to the Deans. They can
submit the filled questionnaires to the empty box at the secretariat of university. Deans will be
interviewed in their campus office. In the interview session, we begin by collecting background
information, for example, number of years as dean, previous administrative experience, then asks
some formulated questions about the dean roles and responsibilities, for example, what are the
primary duties and responsibilities of being dean in your faculty? Describe your most
exhilarating experience as dean and why. Describe your frustrating experience as dean and why.
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