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Abstract- This study is a quantitative study with a comparative approach that aims to determine differences in 

performance in terms of the type of career anchor at the University Lecturer "X" Medan. The study was conducted 

on 128 lecturers who teach in Bachelor programs of all majors using purposive sampling techniques with the criteria 

of having taught at least 5 years and reporting on performance through EKTS. Lecturer performance is measured 

using documentation analysis techniques, using data from the lecturer performance appraisal activities carried out 

by the Medan "X" University Quality Assurance Institute. Meanwhile, the Lecturer career anchor is measured using 

the Career Orientations Inventory (COI). The results showed that there was no difference in performance in terms of 

the type of career anchor at the University Lecturer "X" Medan (sig (p) 0.892> 0.05). The highest average score of 

performance is shown by the sample group that has a TF/Technical Functional career anchor (mean = 25), followed 

by a sample group with a SE/Security career anchor (mean = 22.72) and the AU/Autonomy type ( mean = 22.30). The 

lowest average score of performance is shown by the sample group that has a career anchor type SV / Service 

Dedication (mean = 20.14). There is not a single lecturer in the research sample that has the GM/General Manager 

Competence career anchor type. 
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INTRODUCTION 

Medan "X" University is one of the private universities in North Sumatra and has been established since 1983. 

At present, Medan "X" University has seven Faculties for Undergraduate Programs and four Post-Graduate 

Study Programs. As with other universities, Lecturers are one of the key human resources at the University of 

"X" Medan. According to Government Regulation of the Republic of Indonesia (Perpres Nomor 37 Tahun 

2009), Lecturers are professional educators and scientists with the main task of transforming, developing and 

disseminating science, technology, and art through education, research, and community service. Thus, the level 

of performance of lecturers will be measured by education, research, and community service activities carried 

out by the lecturer in each school year. "X" Medan University collects data on the level of performance of 

lecturers per semester in each school year through its Quality Assurance Institute or Lembaga Penjamin Mutu 

(LPM). The performance appraisal component used is related to the performance of each lecturer in the 

implementation of educational, research, and community service activities in the assessed semester. In fact, the 

majority of lecturers at the University of Medan's "X" Bachelor Program still show relatively low performance. 

Schein (in Fakir, 2010) suggests that career anchor typologies can be used to understand one's career motivation. 

Career anchors are individual self-concepts that evolve about abilities, needs and motives and values that 

determine individual choices related to their work. Career anchors consist of several types/categories, namely 

autonomy/freedom, security/stability, lifestyle, technical/functional, general managerial competence, 

entrepreneurial creativity, service or dedication to something, and pure challenges. Researchers in the career 

field state that attention given to employee career anchors is one way that can be used to predict employee 

commitment to the organization, job satisfaction, motivation, and performance. Meanwhile, an assessment of 

the career anchor of the lecturer at the University of "X" Medan has never been done. 

LITERATUR REVIEW 

Lecturer 

According to Perpres Nomor 37 Tahun 2009 concerning Lecturers, what is meant by Lecturers are professional 

educators and scientists with the main task of transforming, developing and disseminating science, technology, 

and art through education, research, and community service. The main task of the lecturer is to carry out the tri 
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dharma of higher education with a workload of at least 12 (twelve) credits and a maximum of 16 (sixteen) 

credits in each semester in accordance with his academic qualifications. Tridharma College includes the task of 

education, research, and community service.  

 

The task of conducting education is a task in the field of education and teaching which can be in the form of; 

1. Carry out lectures/tutorials and test and organize educational activities in laboratories, teacher practices, 

workshop practices/studios / experimental gardens/teaching technology; 

 2. Guiding student seminars; 

 3. Guiding real work lectures or Kuliah Kerja Nyata (KKN), real work practices or Praktik Kerja Nyata (PKN), 

fieldwork practices or Praktik Kerja Lapangan (PKL); 

 4. Guiding students' final research assignments including guiding, making final report research results; 

 5. Examiners on the final exam; 

 6. Fostering student activities in the academic and student fields; 

 7. Developing lecture programs; 

 8. Developing teaching materials; 

 9. Delivering scientific speeches; 

 10. Fostering student activities in the academic and student fields; 

 11. Guiding lower level lecturers; 

 12. Carry out deterring and transplantation activities of lecturers. 

 

The task of conducting research is a task in the field of research and development of scientific work which may 

consist of: 

1. Produce research work; 

2. Translate/adapt scientific books; 

3. Editing/editing scientific papers; 

4. Making technology designs and works; 

5. Make art designs. 

 

The task of community service can consist of: 

1. Requesting Leadership in Government Institutions/Asking Countries to Ask for Help from Organic Leaders; 

2. Developing educational and research results that can be utilized by the community; 

3. Provide training/counseling/upgrading to the community; 

4. Providing services to the community or other activities that support the general tasks of government and 

development; 

5. Make/write community service work. 

 

In addition, the duties of supporting tertiary education institutions may consist of: 

1. become a member of a committee/body in tertiary institutions; 

2. become a member of the committee/body in government institutions; 

3. become a member of a professional organization; 

4. representatives of tertiary institutions/government institutions sit on the inter-institutional committee; 

5. become a member of a national delegation; 

6. meetings and active in scientific meetings; 

7. gets a service mark/award; 

8. writing high school textbooks down; 

9. has achievements in sports/arts / social fields. 

 

The performance 

 

According to Hasibuan (2010), performance is the result of work achieved by a person in carrying out the tasks 

assigned to him based on skill, experience, sincerity and time ". While according to Prawirosentono (2010), 

performance or in English is performance, is the work that can be achieved by a person or group of people in an 

organization, in accordance with their respective authorities and responsibilities in an effort to achieve the 

objectives of the organization concerned legally, not violating legal and in accordance with morals and ethics. 

Thus it can be concluded that performance is the ability of a person to carry out tasks that become his authority 

and responsibility within the time limit provided. 
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Mahmudi (2007) states that employee performance can be influenced by: 

1. Personal factors (individuals), including: knowledge, abilities, self-confidence, motivation, and commitment 

possessed by each individual 

2. Leadership factors, including quality in providing encouragement, enthusiasm, direction, and support 

provided by the leader or team leader 

3. Team factors, including the quality of support and enthusiasm provided by teammates, trust in fellow team 

members, uniformity and teamwork 

4. System factors, including work systems, work facilities, or infrastructure provided by the organization, 

organizational processes and work culture in the organization. 

 

Bonner and Sprinkle (2002) state that there are three variables that can affect performance, namely: the person 

variable, the task variable, and the environment variable. People variables include attributes that a person has 

before carrying out tasks such as knowledge content, organizational knowledge, abilities, self-confidence, 

cognitive styles, intrinsic motivation, and cultural values. Task variables include factors that vary both inside 

and outside the task, such as complexity, presentation format, processing and response mode standby. 

Meanwhile, environmental variables include all conditions, circumstances, and influences around people who 

carry out certain tasks, such as time pressure, accountability, goals that have been set and feedback. 

 

Based on the description above it is known that individual factors (people) which include intrinsic motivation is 

one of the factors that affect individual performance. In this case, a career anchor is one form of individual 

intrinsic motivation at work. 

 

Career anchor  

 

The concept of career anchors develops from longitudinal research conducted over decades to capture the 

essential components of how a career actor defines himself in relation to his work. The individual career anchor 

is his self-concept which continues to evolve regarding his abilities, needs, and motives, as well as the values 

that determine individual choices in his work. The career referred to in the writings of Schein (1990) is a general 

understanding of the range of experiences and work assignments/roles that a person has throughout his working 

life. In this sense, all individuals have a career even when the work is ordinary and non-professional work. 

Therefore, all individuals form their respective career anchors, but in many work situations often the career 

anchor cannot be expressed. The types of career anchors that Schein (1990) identified as follows: 

1. Autonomy / freedom (autonomy / independence) 

The key motivation of this anchor is freedom from the limitations given by the organization to pursue 

professionalism or technical/functional competence. Organizational life is considered too restrictive, irrational 

and/or interferes with one's personal life. There is a need to be yourself, determine your own steps, schedule, 

lifestyle and work habits. There is a little conflict regarding missed promotional opportunities and a bit of 

guilt/failure when not aspiring higher. 

 

2. A sense of security / stability 

Individuals who have these anchors tend to do what the company asks of themselves to maintain a 

sense of security at work, a decent income, and a stable future in the form of a good pension program, profits, 

and so on. These individuals will accept the organization's definition of their career and will believe that the 

organization is doing the right thing in their career. 

 

3. Lifestyle 

This type of individual wants to integrate personal and family affairs into their careers. They seek 

integration between work/play / social life. Individuals who have these anchors also value autonomy and 

freedom. 

 

4. Technical / functional 

The main concern of this anchor is the actual technical or functional content/content of the work 

performed. The self-image of this individual is closely related to the feeling of competence he has in the field he 

is in. This individual is not interested in management, although he will accept managerial responsibilities related 

to the technical or functional areas of his expertise. 

 

5. General managerial competence 

This anchor is a combination of three competencies: analytical, interpersonal, and emotional. 

Analytical competence is the ability to recognize, analyze and solve problems under conditions of minimal 

information and uncertainty. Interpersonal competence is the ability to influence, supervise, and direct people at 
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all levels of the organization towards achieving more effective organizational goals. Emotional competence is 

the capacity to be stimulated by emotional and interpersonal crises rather than feeling tired or weak, the capacity 

to assume a high level of responsibility without being weak/helpless, and the ability to exercise power without 

feeling guilty or ashamed. 

 

5. General managerial competence 

This anchor is a combination of three competencies: analytical, interpersonal, and emotional. 

Analytical competence is the ability to recognize, analyze and solve problems under conditions of minimal 

information and uncertainty. Interpersonal competence is the ability to influence, supervise, and direct people at 

all levels of the organization towards achieving more effective organizational goals. Emotional competence is 

the capacity to be stimulated by emotional and interpersonal crises rather than feeling tired or weak, the capacity 

to assume a high level of responsibility without being weak/helpless, and the ability to exercise power without 

feeling guilty or ashamed. 

 

6. Entrepreneurial creativity 

This anchor has the characteristics of a total need to build or create something that becomes a 

product/work of its own. Individuals with these anchors feel that none of the other anchors fully conform to their 

main motives and values, but there is a slight overlap between these anchors and several other anchors, 

including autonomy, managerial competence, freedom to train special talents, and a desire to building wealth for 

security. 

 

7. Service or dedication to something 

Individuals with these anchors feel the need to not only obtain adequate income but also to do 

something useful in the broader context/relationship. They are actively service-oriented and interested in careers 

that provide solutions to areas such as product safety, overpopulation, the gap between rich and poor 

environments. 

 

8. Pure challenge 

Individuals in this group define their career success by overcoming impossible possibilities, solving 

unresolved problems, becoming winners among competitors. 

 

RESEARCH METHODOLOGY 

 

The approach used in this study is the comparative approach. Samples were collected using a purposive 

sampling technique of 128 lecturers, with the characteristics of the sample namely Lecturers of the University of 

"X" Medan who had taught for at least 5 years and reported on performance through EKTS in the Odd semester 

period of 2018/2019 TA. Research data were collected using lecturer performance data and the Career 

Orientations Inventory (COI). Lecturer performance data obtained from the Quality Assurance Institute (LPM). 

While the Career Orientations Inventory (COI) is used to measure career anchors. The research data were 

analyzed using comparative inferential statistical techniques, namely One-Way Anova. 

 

FINDINGS 

 

Based on homogeneity test results obtained sig (p) 0.594> 0.0. This means that the data groups come 

from populations that have homogeneous variances (parametric assumptions are met) and it is possible to do 

hypothesis testing using the One-way Anova test. 

 

 

TABLE 1. RESULTS OF VARIANCE 

HOMOGENEITY TESTS 

 

Performance score 

Levene Statistic df1 df2 Sig. 

.771 6 121 .594 
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Based on data analysis to test the hypothesis using One-way Anova, the results are shown in the 

following table: 

 

TABLE .2. HYPOTHESIS TEST RESULTS USING ONE-WAY ANOVA 

ANOVA 

Performance score 

 Sum of Squares df Mean Square F Sig. 

Between Groups 199.914 6 33.319 .377 .892 

Within Groups 10684.141 121 88.299   

Total 10884.055 127    

 
 
Based on table 2. above it is known that sig (p) 0.892> 0.05, it is concluded that there is no difference in 

performance in terms of the type of career anchors at the lecturers of the University of "X" Medan. Further post 

hoc test analysis showed that there were no real differences between career anchor types in terms of 

performance. However, when a descriptive analysis of the research data was carried out, the following results 

were obtained: 

TABLE 3. RESULTS OF DESCRIPTIVE ANALYSIS OF RESEARCH DATA DESCRIPTIVES 

Performance score 

 N Mean 

Std. 

Deviation Std. Error 

95% Confidence Interval for 

Mean 

Minimum Maximum Lower Bound Upper Bound 

AU 20 22.30 8.682 1.941 18.24 26.36 8 43 

SE 53 22.72 9.283 1.275 20.16 25.28 2 42 

TF 6 25.00 6.753 2.757 17.91 32.09 16 34 

EC 8 21.25 11.889 4.204 11.31 31.19 6 38 

SV 22 20.14 10.101 2.154 15.66 24.61 2 43 

CH 12 20.83 7.493 2.163 16.07 25.59 11 33 

LS 7 20.29 11.499 4.346 9.65 30.92 0 33 

Total 128 21.91 9.257 .818 20.29 23.53 0 43 

 
Based on table 3 above, it is known that the highest average performance score is shown by a sample 

group that has a TF / Technical Functional career anchor (mean = 25), then followed by a sample group with a 

SE / Security career anchor (mean = 22.72 ), and type AU / Autonomy (mean = 22.30). Meanwhile, the lowest 

average performance score is shown by the sample group that has a career anchor type SV / Service Dedication 

(mean = 20.14). Furthermore, it is also known that none of the lecturers in the research sample has the GM 

career anchor type. / General Manager Competence. According to Schein (1990), individuals who have a career 

anchor type TF (Technical or Functional Competence) have primary attention to the actual technical or 

functional content/content of the work performed. The self-image of this individual is closely related to the 

feeling of competence he has related to talent or expertise in the field they work at. He seeks recognition 

especially from others who can appreciate his skills and will quit a job that is not challenging except for 

economic reasons where he must keep the job. Individuals who have a career anchor type TF (Technical or 

Functional Competence) are motivated to become professionals or experts in certain fields. Individuals with this 

career anchor will develop in an environment that facilitates skills improvement and provides regular 

opportunities to demonstrate their expertise. Opportunities to teach and guide others are very interesting for 

individuals with this career anchor. The duties of lecturers as summarized in the tri dharma of higher education 

include teaching/education, research, and community service. These tasks require lecturers to continue to 

develop their expertise both in terms of teaching, researching and serving, in accordance with their scientific 
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fields. respectively. The opportunity to continue to develop themselves is a factor that encourages lecturers with 

career anchor type TF (Technical or Functional Competence) to display their performance as optimal as 

possible. In addition, the University of Medan X is also known to often facilitate the development of 

skills/expertise of lecturers, both through the provision of work infrastructure, opportunities to attend seminars 

or training, opportunities to continue education, and so on. 

 

Furthermore, according to Schein (1990), individuals who have SE (Security / Stability) career anchors 

are job-oriented individuals who make them feel safe and economically stable. They tend to do what the 

company asks of themselves to maintain a sense of security at work, a decent income, and a stable future in the 

form of a good retirement program, benefits, and so on. The individuals who have this type of SE (Security / 

Stability) career anchor may have various talents and values, but nothing is more important to him than feeling 

safe and stable. Individuals with a SE (Security / Stability) career anchor type tend to avoid risks. They are 

calmer, more stable, predictable environment, and prefer to work in highly structured organizations where rules 

and expectations are clearly stated. It is important for them to ensure that their work offers a stable salary, 

benefits, and organizational culture. Individuals with this type of career anchor are often found in large numbers 

in centralized companies and government organizations. "X" Medan University is one of the agencies that has a 

fairly clear organizational structure, regulations, management system and payroll system. Besides being clear, 

all the structures and systems created and implemented at the University of "X" Medan are not easy to change so 

as not to cause confusion for human resources, and when changes occur, these changes are often disseminated to 

the workforce including lecturers. In addition to providing personal satisfaction, the stability and clarity of the 

structure and system make lecturers with career anchor type SE (Security / Stability) have work guides that are 

sufficiently able to encourage them to perform optimally. Furthermore, Schein (1990) suggested that individuals 

who have AU-type career anchors (Autonomy) are generally motivated to work when given freedom from the 

limitations given by the organization to pursue professionalism or technical/functional competence. Individuals 

who have AU-type career anchors ( Autonomy) have the need to be yourself, determine your own steps, 

schedule, lifestyle and work habits. They will prefer to work as instructors, consultants, or independent 

entrepreneurs, field sellers, or research and development staff. 

 

Although the lecturers of the University of "X" Medan have work rules and teaching guidelines that are 

supervised by the university, they still have the freedom to choose the style of teaching in the field which they 

deem appropriate to apply by considering the characteristics of the students facing each. In addition, they are 

also possible to propose a teaching schedule that they think is in accordance with their abilities to the leadership 

of the faculty before the new semester, although it must be accompanied by clear reasons. These are just a few 

examples that influence lecturers with AU (Autonomy) career anchors to feel more comfortable at work and are 

encouraged to show quite high performance. Meanwhile, the lowest average performance score is shown by a 

sample group that has an SV (Service Dedication) career anchor. Individuals with this anchor feel the need to 

not only obtain adequate income but also to do something useful in the context/relationship wider. They are 

actively service-oriented and interested in careers that provide solutions to areas such as product safety, 

overpopulation, the gap between rich and poor environments. Furthermore, it is also known that none of the 

lecturers in the research sample has the GM (General Manager Competence) career anchor type. This anchor is 

a combination of three competencies: analytical, interpersonal, and emotional. Analytical competence is the 

ability to recognize, analyze and solve problems under conditions of minimal information and uncertainty. 

Interpersonal competence is the ability to influence, supervise, and direct people at all levels of the organization 

towards achieving more effective organizational goals. Emotional competence is the capacity to be stimulated 

by emotional and interpersonal crises rather than feeling tired or weak, the capacity to assume a high level of 

responsibility without being weak/helpless, and the ability to exercise power without feeling guilty or ashamed. 

Based on the results of the research above, it is implied that the type of career anchors owned by the lecturers is 

not the main determining factor regarding the performance they show in their respective work areas. However, it 

is known that lecturers who have career anchor types TF (Technical / Functional), SE (Security) and AU 

(Autonomy) tend to show higher average performance scores than other types. Therefore, the search for 

individuals with anchor type The career can be used as one of the additional criteria in selecting prospective 

lecturers, but further research should be done with different methods to dig deeper information about the 

dynamics of the influence of the three types on performance. 

 

CONCLUSIONS 

  

Berdasarkan pada hasil temuan dan pembahasan yang telah disampaikan, maka dapat disimpulkan bahwa tidak 

terdapat perbedaan kinerja ditinjau dari tipe jangkar karir pada Dosen Universitas “X” Medan (sig (p) 0,892 > 

0,05). Skor rata-rata kinerja tertinggi ditunjukkan oleh kelompok sampel yang memiliki jangkar karir tipe TF 

/ Technical Functional (mean = 25), lalu diikuti oleh kelompok sampel dengan jangkar karir tipe SE 
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/ Security (mean = 22,72) dan tipe AU / Autonomy (mean = 22,30). Skor rata-rata kinerja terendah ditunjukkan 

oleh kelompok sampel yang memiliki jangkar karir tipe SV/ Service Dedication (mean = 20,14). Tidak ada satu 

orang pun dosen yang menjadi sampel penelitian yang memiliki tipe jangkar karir GM/General Manager 

Competence. 
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