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(1) Rationale of the study 

 The number of women in the labor force has increased over the past 
decade, especially in higher education management (McCullough, 2011).  

 According to the “World’s Women 2000”, women held 33% of the 
management roles in the developed world, 15% in Africa, and 13 % in 
Asia and the Pacific (Gumbi, 2006; Sadie, 2005; UNESCO, 2012; World’s 
Women, 2000).  

 The American Council on Education (2007) indicated that the percentage 
of female presidents in higher education increased by more than double 
from 10% in 1986 to 23% in 2006.  

 In South Africa, the number of women in senior management across 17 
higher education institutions was approximately 24% in 2003 (Gumbi, 
2006).  

 In some countries in Asia, such as Cambodia, women occupied fewer than 
20% of positions in public administration, including administrative 
positions in the academy.  

 In Indonesia, the proportion of women climbed from 11% in 2004 to 18% 
in 2009 (National Women’s Education Center, 2011).  



(1) Rationale of the study 
 In Vietnam, women have increasingly active roles in socio-economic 

development, constituting approximately 50% of the labor market in 
various sectors.  

 However, the majority of directors and vice-directors at the Vietnam 
Academy of Social Sciences (VASS) and Vietnam Academy of Science 
and Technology (VAST) were men.  

While VASS had 36 male vice-directors and VAST had 59 male vice- 
directors, there were only 8 female vice-directors in VASS and VAST 
respectively (Women’s Representation in Leadership in Vietnam 
(WRLV), 2012).  

 According to the Vice Director of the Center for Education Promotion 
and Empowerment of Women, although the number of women in 
academic leadership positions has increased over the last few years, the 
percentage of women holding key leadership still remained low. 

 The population of women in Vietnamese higher education has increased 
and they now occupy a half of academy positions but their status is still 
influenced by the complexities of society, family, economics, and 
cultural factors (United Nations, 2007; WRLV; 2012). 



[VALU
E] 

men 

[VALU
E] 

wom… 

In 2017 

AGU’s Populations & 
Qualifications in 2017 

  Total No Female 

804 413 
Assoc. Prf. 
Dr /PhD 

45 13 

MA 424 215 
BA 258 159 
College 15 8 
Others 62 18 

(2) Context of the study 

 The 2017 AGU Report reported 49% of 
AGU's population are male and 51% 
are female; however, 68% of the 
principals and administrators are male 
compared to 32% of females in the 
same positions.  

 The report also highlights the 
challenges and barriers (workplace 
attitudes and social norms and 
expectations) women face in their 
aspirations to gain leadership positions 



 
1. What opportunities are offered to 
Vietnamese women faculty in attaining higher 
education leadership positions to become 
academic administrators at AGU? 

 
2. What challenges or barriers do AGU’s 
women faculty encounter with regard to 
accessing the various leadership positions at 
the institution? 

 
3. What strategies - preparations, programs, 
and trends - can lead AGU’s women faculty to 
move up into higher leadership positions as 
well as develop their future leadership capacity 
and competence? 

(3) Research Questions 



(4) Samples and data collection 

 Participants = AGU’s women faculty  
 Demographic survey  sent to only 

women faculty of 6 colleges, 9 
departments, and 5 centers  

 Eliminate males and women leaders 
emerging from the 2017 Report of 
AGU. 

 Select 25 appropriate participants for 
the in-depth face-to-face interview 
(30-45 minutes); 

 Only 20 AGU women faculty  
volunteered to participate 

 Be important to ensure that all 
participants had experienced the 
phenomenon being studied and they 
were willing to articulate their lived 
experiences 



(4) Samples and data collection 



(4) Samples and data collection 



(4) Findings 



Theme 1: Opportunities 
 Institutional Motivation 

AGUWF05 eagerly shared: “I have been working at AGU for 6 years but I finished a 
master’s program two years ago and I am studying doctorate program now. I will 
graduate next year. I was already a member of the Vietnamese Communist Party. In fact, 
I am now selected in the list of future leaders at AGU because of my above mention”. 

AGUWF05 described: “I think that I am very lucky because the university gave me a 
good condition to study higher and finished my master’s degree two years ago despite 
earning in Vietnam. AGU right after gave me another chance to encourage me to 
pursuit doctorate degree and I am now in the third year of doctorate program in 
Hanoi”. 

AGUWF19 stated: “I see there are a few current women leaders after finishing their 
master and doctorate programs in the United States and Australia were selected in 
different positions of head and vice-head of departments and colleges”. 

AGUWF02 shared: “My friend and I used to take one of these courses. We learned a 
lot of leadership skills and its theories. My friend was also designated a Head of 
Student Affairs Department because of her greatest results coupled with other 
conditions. I think this is a good thing for who participates in these training 
programs”. 



Theme 1: Opportunities 

 Personal Motivation 
o Importance of Educational Background and Learning Continually 

AGUWF01 described: “I am young at AGU as I have worked here for 5 years, 
but I know that if I have higher degrees than now, I will have a chance in 
seeking a leadership position”. 

AGUWF19, a participant with more than twenty years of employment 
experiences at AGU, explained: “I think that to become leaders or even obtain a 
higher level of leadership position at AGU, at least a women faculty must have 
a master’s degree, and of course, a doctorate degree is greatest. The evidence 
shows that most current women leaders at AGU possess greatest education 
background” 

AGUWF09 noted: “Hopefully, the percentage of women gaining master and 
doctoral degrees is growing, which points to a more equitable future for women 
in higher education leadership positions”. 



Theme 1: Opportunities 
 Personal Motivation 

o Advancing Personal Growth 
AGUWF16 commented: “I think 
besides different opportunities, women 
needed to get involved in their personal 
growth. This is important because if 
one person is determined to be leader 
since her talent, but she is not ready in 
getting involved in personal growth, 
feels unconfident, and does not know 
how to balance home-work 
responsibilities, she may loose an 
opportunity to obtain and become a 
leader”. AGUWF15 noted: “At AGU, everybody 

is offered the same opportunities in 
attaining leadership positions. However, 
a woman faculty can become a leader or 
not, it depends on her efforts, especially 
her own motivation to personal growth. 
Personal motivation is seen as a critical 
facet in career advancement”. 



Theme 2: Barriers and Challenges 
 Cultural Norms and Stereotypes 

AGUWF15, shared: “I think that Vietnamese women 
including me found that it is difficult to dislocate from 
this culture because it is traditional beliefs and 
influenced by Confucianism long time. Despite women’s 
education and entry into the job market, the woman’s role 
is typically one of homemaker. The man, on the other 
hand, is breadwinner, head of household and has a right 
to public life”. 

AGUWF20, acknowledged: “Apart from sociological 
and cultural barriers often restrain faculty women from 
obtaining leadership positions. They are affected by 
Confucianism thoughts like women must focus much on 
domestic duties, women cannot do good job like man, 
and women are not necessary to study higher” 

AGUWF04 commented: “In fact, some people still have the idea that Vietnamese 
women must be staying at the home and that is enough. Women do not need to obtain 
leadership position or to become leaders because of caring children or family belongs 
to women’s tasks” 



Theme 2: Barriers and Challenges 
 Cultural Norms and Stereotypes 

Another participant concurred, offering: “I think to promote women’s progress and 
motivate them to leadership positions, thoughts and beliefs on women’s roles and 
status are necessary to be changed. Many interviewees expressed their perspectives 
that because of cultural values, especially gender bias, some women thought that 
being female was a disadvantage” 

AGUWF16 shared: “For me, after finishing work at my office, I must go shopping for 
food right after that, and then cook and then take care my children. It seems not any 
time for me and I have these barriers since I am a woman. I see all Vietnamese 
women face the same barriers that must be always responsible for family. I really 
need a strong support and an understanding from my family, especially my husband” 

AGUWF11 shared: “I think men have much time than women, as a result, men are 
easier to be selected in executive positions. They can spend nights away from home 
or even go into bars, and of course, these things are not easily accepted for 
Vietnamese women” 

AGUWF19, felt very disappointed revealed: “I realize that there are many young 
women faculty who are very potential in leadership positions but they were refused to 
become leaders at the institution because they are still young to become leaders as 
well as take leadership roles. I totally disagree with this idea”. 



Theme 2: Barriers and Challenges 
 Cultural Norms and Stereotypes 

AGUWF11 commented: “I see young women leaders are very successful in running 
their office. I hope AGU will recruit more young potential women faculty to 
leadership positions”.  

 Organizational obstacles 

AGUWF07 argued: “The education system in Vietnam is highly centralized so 
leadership position vacancies at universities are not advertised, especially in the public 
sector; therefore, women lose job opportunities because they do not know about them” 

AGUWF19 shared here challenges: “I have been working here for twenty-three years, 
but still not a member of the Communist Party. Despite my good education background 
and my leadership ability, I cannot attain a leadership position until I must be a 
member of the Party. For me, I do not care to become leaders or not because I just 
wonder about other people who are very potential one but were refused due to this 
obstacle”. 

AGUWF05 added: “I often see many men think that women lack the capacity to engage 
in leadership, which of course is not true. Leadership is all about people and requires 
wisdom, vision, and management skill, as well as the ability to chart out, execute, and 
revise plans. It is not related to gender-specific while there are more women faculty 
receive higher education and home skills in professional leadership. They are really 
prepared more than over to take on leadership responsibility” 



Theme 2: Barriers and Challenges 
 Organizational obstacles 

AGUWF15 experienced the situation and commented: “I had two times for bearing 
my little children. It really took my time to do good at both jobs: taking care my 
children and teaching. I try my best and I did a good job. However, I was refused in a 
list of determining leadership position. That is true because the Board seemed me not 
have enough time for doing leader job”.  
AGUWF11 noted: “There are programs driven by employee resource group, but none 
specifically targeting women. The programs are opened to both men and women” 

 Personal obstacles 
 AGUWF20 expressed: “After finishing jobs in the workplace, I continue to carry the 

bulk of household responsibilities; therefore, I am then perceived as less committed 
to my work and ultimately seen as less promotable into leadership positions” 

AGUWF12 commented: “My husband did not share the housework and child rearing 
with me, so I found myself with two full-time jobs. I must work very hard. 
Unfortunately, this is my own obstacle that prevented me to participant in other 
activities of the university to obtain leadership opportunity”. 
AGUWF08 stated: “I accepted to be at home and ready for caring children and 
housework. I do not want to spend much time at the workplace, just finish and that is 
enough. I know this is one of my obstacles that prevent me from gaining a position of 
leadership” 



Theme 3: Preparation Programs 
 Mentoring and Networking Programs 

AGUWF05 felt very happy to share: “I wish to 
have a great mentor who can see the potential in 
me. Mentors will take me under their brightness 
and help me to see myself in the light I wanted to 
be in. I think if there is a mentoring program at 
AGU, it is very good because mentoring is a 
critical part of each individual’s growth and 
development. As a result, a woman faculty feels 
more confident to seek a key leadership” 

AGUWF15 added: “Networking is essential among women leaders and women 
faculty because it is indicative to what a strong relationship will be. Participating in 
networking, women have a chance to share each other, especially with the current 
women leaders. Many problems and questions can be solved based on the 
networking”. 

AGUWF18 noted: “One of the challenges is a lack of support system within the 
community to empower women. My recommendation on how to assist women to take 
place their roles in leadership positions is necessary to have a network with other 
women leaders inside and outside the institution sharing experiences and barriers” 



Theme 3: Preparation Programs 
 Women Leadership Workshops and Training Programs 

AGUWF11 stated: “I see AGU does not have 
women leaders because of a lack of leadership 
training programs offered to potential women 
faculty. I would like to pursue a position of 
leadership at AGU for five years but I later 
hesitated and was unsure to continue or not. 
Therefore, if I can participate in leadership 
training course, I feel more confident to pursue 
and I think I enable to do a good job” 

AGUWF09 noticed: “I think that AGU, throughout the exchange programs with 
other universities, should send more woman staff to study in short time inside 
and outside the country about leadership programs. Hopefully, there are much 
more talented women faculty sent to foreign universities or even in Hanoi for 
obtaining knowledge and theories of leadership skills 
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