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Abstract of thesis presented to the Senate of Universiti Putra Malaysia in fulfilment 

of the requirement for the degree of Master of Science 

 

RELATIONSHIP BETWEEN EMOTIONAL INTELLIGENCE AND 

BENEVOLENT LEADERSHIP AND ITS EFFECT TOWARDS 

ORGANISATIONAL CITIZENSHIP BEHAVIOURS MEDIATED BY 

ORGANISATIONAL COMMITMENT  

 

By 

 

TAN JUE XIN 

January 2015 

 

Chair:    Dahlia Zawawi, PhD 

Faculty:    Graduate School of Management, UPM 

 

The purpose of this study is to examine emotional intelligence as the antecedent of 

benevolent leadership and the relationship between benevolent leadership and 

organisational citizenship behaviours with organisational commitment as a mediator. 

This research intends to affirm the importance and effectiveness of benevolent 

leaders in improving the turnover issues in hotel industry of Malaysia and encourage 

employees to make extra contribution willingly.  

 

As benevolent leadership was mostly investigated by scholars in Chinese context, 

this is one of the pioneer researches to study benevolent leadership in a multicultural 

context. This study extends the body of knowledge of benevolent leadership as there 

were limited researches being done in examining its antecedent. Social exchange 
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theory and path-goal theory were applied in supporting the proposed relationships 

and a total of seven hypotheses were proposed.  

 

The quantitative method is used in analyzing the data collected through 

questionnaires. Multistage sampling method was applied in the selection of 

respondents. There were 163 employees and 104 supervisors from four- or five-star 

hotels in Klang Valley participated in the questionnaire survey. The data screening 

was carried out to eliminate missing values and outliers in the data collected. The 

reliability and validity tests, multivariate assumption tests, and descriptive data 

analysis were conducted as well. Structural equation modelling was employed to 

analyze the data and test the hypotheses in this study.  

 

The result of this study shows that four out of seven hypotheses were supported. The 

findings have shown that emotional intelligence has no significant relationships with 

benevolent leadership, organisational commitment and organisational citizenship 

behaviours. Benevolent leadership is found to be the predictor employee’s 

citizenship behaviours mediated by employee’s commitment. There is a full 

mediation effect of organisational commitment towards the relationship between 

benevolent leadership and organisational citizenship behaviours. Limitations of the 

study and directions for future research are suggested in the last chapter. 
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Abstrak tesis yang dikemukakan kepada Senate of Universiti Putra Malaysia sebagai 

memenuhi keperluan untuk ijazah Master Sains 

 

HUBUNGAN ANTARA KECERDASAN EMOSI DAN KEPIMPINAN 

BENEVOLEN DAN KESANNYA KEPADA TINGKAH LAKU 

KEWARGANEGARAAN ORGANISASI DIANTARAI OLEH KOMITMEN 

ORGANISASI 

 

Oleh 

 

TAN JUE XIN 

Januari 2015 

 

Pengerusi:    Dahlia Zawawi, PhD 

Fakulti:    Sekolah Pengajian Siswazah Pengurusan, UPM 

 

Tujuan kajian ini adalah untuk mengkaji kecerdasan emosi sebagai peramal 

kepimpinan benevolen serta hubungan antara kepimpinan benevolen dan tingkah 

laku kewarganegaraan organisasi dengan komitmen organisasi sebagai pengantara. 

Kajian ini adalah untuk menitik berat kepentingan dan keberkesanan pemimpin 

benevolen untuk memperbaiki isu-isu pergantian kakitangan dalam industri hotel di 

Malaysia serta menggalakkan pekerja untuk membuat sumbangan tambahan secara 

sukarela. 

 

Kebanyakan kepimpinan benevolen dikaji oleh sarjana dalam konteks Cina, 

justerunya ini merupakan salah satu penyelidikan perintis dalam mengkaji 

kepimpinan benevolen dalam konteks pelbagai budaya. Kajian ini meluaskan 

pengetahuan kepimpinan benevolen kerana hanya penyelidikan yang terhad telah 
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dilakukan dalam pemeriksaan peramal kepimpinan benevolen. Teori pertukaran 

sosial dan teori paf-gol telah digunakan dalam menyokong hubungan yang 

dicadangkan. Sejumlah tujuh hipotesis telah dicadangkan dalam penyelidikan ini. 

 

Kaedah kuantitatif telah digunakan untuk menganalisis data yang dikumpul melalui 

soalan selidik. Kaedah persampelan pelbagai peringkat telah digunakan dalam 

pemilihan responden. Terdapat 163 pekerja dan 104 penyelia dari hotel empat atau 

lima bintang di Lembah Klang telah menyertai kajian tersebut. Data yang dikumpul 

telah dijalankan pemeriksaan untuk menyingkirkan kes yang mempunyai nilai-nilai 

yang hilang dan data yang terpencil. Ujian reliabiliti dan validiti, ujian multivariat 

andaian, dan analisis data deskriptif telah dijalankan juga. Pemodelan persamaan 

struktur telah digunakan untuk menganalisis data dan menguji hipotesis dalam kajian 

ini.  

 

Hasil kajian ini menunjukkan bahawa empat daripada tujuh hipotesis telah disokong. 

Hasil kajian telah menunjukkan bahawa kecerdasan emosi tidak mempunyai 

hubungan yang signifikan dengan kepimpinan benevolen, komitmen organisasi dan  

tingkah laku kewarganegaraan organisasi. Kepimpinan benevolen ditemui sebagai 

peramal tingkah laku kewarganegaraan pekerja yang diantarai oleh komitmen 

pekerja. Komitmen organisasi mempunyai kesan pengantaraan penuh terhadap 

hubungan antara kepimpinan benevolen dan tingkah laku kewarganegaraan 

organisasi. Batasan pengajian dan arah untuk kajian pada masa depan telah 

dicadangkan dalam bab terakhir. 
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CHAPTER 1: INTRODUCTION 

 

 
This chapter discusses an overview of benevolent leadership and the tourism industry in 

Malaysia. It includes the background of the study, the tourism industry of Malaysia, 

problem statement, research objectives, research questions, significance of study, and 

definition of terms. 

 

1.1 BACKGROUND OF STUDY   

 

 

Benevolent leadership is a leadership style whereby a leader demonstrates individualised 

and holistic concern for subordinates' personal and familial well-being (Chan & Mak, 

2012; Chen, Eberly, Chiang, Farh, & Cheng, 2011; Wang & Cheng, 2010; Cheng, Chou, 

Wu, Huang, & Farh, 2004). Although it has caught the attention of scholars in recent 

years, most of the benevolent leadership studies have been done in the Chinese context 

(Chan, Huang, Snape, & Lam, 2012; Chan & Mak, 2012; Wu, Hu, & Jiang, 2012; Wang 

& Cheng, 2010; Niu, Wang, & Cheng, 2009).  

 

Benevolent leadership aroused Chinese scholars' interest as it is widely recognised as 

one of the three components under paternalistic leadership (Chen et al., 2011; Chu, 

Chou, & Hung, 2009; Niu et al., 2009) which is in alignment with Confucian teachings 

that is deeply rooted in the Chinese culture (Wang & Cheng, 2010; Niu et al., 2009). 

Paternalistic leadership is described as a combination of exerting highly disciplined 

authorization while displaying fatherly benevolence and moral integrity (Niu et al., 
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2009). Confucian politics in social organisation, which assert the vitality of the vertical 

relationship between superiors and subordinates (Niu et al., 2009), conform with the 

parent-child relationship created through paternalistic leadership such as that in Chinese 

family business between leaders and employees (Cheng et al., 2004).  

 

Three kinds of leadership concepts under paternalistic leadership were proposed by Farh 

and Cheng (2000): benevolent leadership, morale leadership and authoritarianism. 

Benevolence describes a leader that demonstrates individualised, holistic concern for 

employees' personal and familial well-being; morality implies a leader whose behaviour 

emphasises superior moral character and integrity by being a role model and showing 

selflessness; Authoritarianism indicates a leader asserting strong authority and control 

over his employees while expecting absolute obedience from them (Chen et al., 2011). 

The theoretical contribution of Farh and Cheng (2000) has initiated a wave of interest in 

exploring paternalistic leadership among Chinese scholars over the past decade (e.g. 

Chen et al., 2011; Chu et al., 2009; Niu et al., 2009). For instance, previous studies 

investigated the relationship between paternalistic leadership and organisational 

citizenship behaviour (Chu et al., 2009), employees’ in-role and extra-role performance 

(Wu et al., 2012; Chen et al., 2011), surbodinate responses (Cheng et al., 2004), 

employee outcomes (Niu et al., 2009), and subordinate’s psychological health (Chen & 

Kao, 2009).  

 

Apart from the studies being done in the Chinese context, the economic emergence of 

Asian economies has led to the current interest in studying paternalistic leadership in 

non-Western cultures (Erben & Güneser, 2008; Martinez, 2003; Farh & Cheng, 2000). 



© C
OPYRIG

HT U
PM

3 

 

Paternalistic leadership has been discussed in the Asia Pacific (e.g. Uhl-Bien, Tierney, 

Graen, & Wakayabashi, 1990), Middle East (e.g. Hachem, 2011; Erben & Güneşer, 

2008) and Latin America (e.g. Martinez, 2005; Martinez, 2003). It is asserted as a very 

common and effective leadership behaviour in contemporary non-Western organisational 

contexts (Niu et al., 2009; Erben & Güneşer, 2008) and also to some extent in 

developing societies (Pellegrini & Scandura, 2008; Martinez, 2003). However, 

paternalistic leadership is not prevalent in Western countries. Pellegrini and Scandura 

(2008) argued that paternalism is aligned with the values of collectivistic and high-

power distance cultures. The holistic care given by leaders to employees' personal life is 

viewed as an expectation in collectivistic cultures but it is perceived as an invasion of 

privacy in individualistic cultures. It is also deemed feasible in the high-power distance 

societies where power inequality is acceptable.   

 

The construct of benevolent leadership remains in China even though it is experiencing 

immense transitions due to globalisation and rapid societal modernization (Farh, Liang, 

Chou, & Cheng, 2008). Today, researchers have further narrowed down the exploration 

only to benevolent leadership (e.g. Chan & Mak, 2012; Karakas & Sarigollu, 2012; Wu 

et al., 2012; Desrosiers & Thomson, 2011; Wang & Cheng, 2010) by excluding the 

morale leadership and authoritarianism dimensions in paternalistic leadership. Morale 

leaders focus on being a role model and promote employees' respect and identification; 

authoritarian leaders dictate employees to follow rules and expect employees' 

compliance and dependence; whereas benevolent leaders earn employees' gratitude and 

reciprocation by showing genuine and holistic concern (Niu et al., 2009). Employees 

who work under moral leaders and authoritarian leaders are not expected to reciprocate 
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by willingly staying and contributing to the company as much as employees under 

benevolent leaders. Hence, benevolent leadership has gradually gained attention among 

scholars as the most desirable leadership style (Chan & Mak, 2012) because employees 

receive genuine and heartfelt concern in the process of developing their skills and 

motivating them to reach the goal voluntarily. In the Chinese context, benevolent 

leadership facilitates productive workforce because the employees view reciprocation as 

an obligation (Farh, Cheng, Chou, & Chu, 2006; Farh & Cheng, 2000).  

 

Apart from the conceptualisation of benevolent leadership in the Chinese context, 

Karakas and Sarigollu (2012) from the West have developed four dimensions of 

benevolent leadership, namely morality, spirituality, vitality, and community. The 

discrepancy in defining benevolent leadership between Eastern and Western countries 

has shown an unclear path for future research direction. This study will focus on the 

conceptualisation of benevolent leadership from the Chinese context, where benevolent 

leadership is defined as the individualised and holistic concern from leaders towards 

employees' personal well-being. 

 

Benevolent leadership has gradually drawn the attention of scholars and emerged as a 

globalised leadership style. It has been highly proven in the Chinese context that 

benevolent leaders can effectively build a productive workforce (Farh et al., 2006; Farh 

& Cheng, 2000). In the Malaysian context, there is study which suggested that 

Malaysian workers attach importance to workplace interpersonal relations (e.g. Ayupp & 

Kong, 2010). These interpersonal relations include appreciation from their superior, 

which can effectively motivate the workforce. Furthermore, Malaysian scholars have 
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highlighted that the relationship between leaders and hotel employees has major 

influence on a hotel’s turnover rate (e.g. Abdullah, Alias, Zahar, Karim, Abdullah, 

Salleh, & Musa, 2010). Half of the turnover rate in the tourism industry in Malaysia is 

contributed by hoteliers (Saad, Yahya, & Pangil, 2012). There were also evidences 

which showed that, compared to other industries, the hospitality/travel/leisure industries 

have one of the lowest levels of satisfaction towards management’s leadership style 

(Kelly Services, 2012a). By adopting the social exchange, a behaviour where leaders 

show holistic concern and employees reciprocate by putting in extra effort, the 

relationship between leaders and employees can be improved.  

 

As there are evidences of dissatisfaction towards management's leadership style (Kelly 

Services, 2012b; The Star Online, 2012) and turnover issues of the hotel industry 

globally (Abdullah et al., 2010), benevolent leadership is suggested as one of the 

possible solution. The research in this study was conducted in Malaysia, a country with 

three main distinct races, to examine the effect of benevolent leadership on a 

multicultural background. The next section will introduce the tourism industry of 

Malaysia and it’s turnover issues.  
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1.2 THE TOURISM INDUSTRY OF MALAYSIA  

 

 

Tourism is defined as "the activities of persons travelling to and staying in places outside 

their usual environment for not more than one consecutive year for leisure, business and 

other purposes" (World Tourism Organisation (UNWTO), 1995; Pg. 1). UNWTO also 

mentioned that this definition implies that tourism consists of a broad range of activities 

which goes beyond common holiday activities. Hence, the tourism industry covers a 

wide range of activities which involves the tourism consumption. UNWTO defined this 

tourism consumption as "tourism expenditure". Tourism expenditure means "the total 

consumption expenditure made by a visitor or on behalf of a visitor for and during 

his/her trip and stay at destination" (UNWTO, 1995; Pg. 3). According to this definition, 

the tourism industry includes several sub-sectors such as accommodation, transportation 

and distribution, restaurants, retail and attractions. 

 

The tourism industry has been a major income generator (Salman & Hasim, 2012) and 

growth contributor to the Malaysian economy for the past decade (Jaafar, Toh, & Mohd. 

Sukarno, 2011). This industry is the seventh largest contributor to Gross National 

Income (GNI) in 2011, after oil, gas and energy, wholesale and retail, palm oil and 

rubber, financial services, agriculture, and electrical and electronics sectors (AsiaOne 

News, 2012). In 2012, there were 25.03 million tourist arrivals and it has contributed 

RM60.6 billion to the Malaysian economy, that resulted in tourism industry becoming 

one of the top three contributors of foreign exchange to the economy (Economic 

Transformation Programme (ETP) Annual Report, 2012). The tourism industry is 

expected to reach a GNI contribution of RM103.6 billion with 36 million tourist arrivals 
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by 2020 and create almost 500,000 job opportunities will be created throughout the 

implementation of ETP (AsiaOne News, 2012). According to the Ministry of Tourism 

and Culture Malaysia (MOTAC) (2013a), the top five tourist generating markets in the 

first two quarters of 2013 were Singapore (6,295,567), Indonesia (1,242,055), China 

(943,756), Brunei (593,536), and Thailand (277,378). ASEAN countries are the largest 

contributors of tourist arrivals, accounting for 73.3% of total tourist arrivals (MOTAC, 

2013a). 

 

Recently, Malaysia has obtained several outstanding achievements in tourism industry 

recently which included: "Second Best Shopping Destination in Asia-Pacific Region" by 

Forbes magazine; "Ulysses Award for Innovation in Public Policy and Governance" by 

United Nations World Tourism Organisation (UNWTO); and fourth place in "World's 10 

Best Shopping Cities" survey by Cable News Network (CNN) (The Star Online, 2012).  

 

As depicted in Figure 1.1, tourism industry consists of a few sub-sectors, namely 

accommodation, food and beverages, retail stores, theme parks and attractions, and 

transportation and distribution. These five sub-sectors are included in the tourism 

industry as they are part of the tourism expenditure (UNWTO, 1995; Pg. 3). When a 

tourist steps out of his/her house, starts spending on transportation to travel, pays 

admission fees to theme parks and attractions, buys food to fill his/her stomach, 

purchases souvenirs from retail stores; and finally books a hotel to have a rest, all of his 

or her activities have become tourism expenditure.   
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Figure 1.1 Subsectors of Tourism Industry 

 

Out of the sub-sectors of the tourism industry, scholars have found that the hospitality 

industry, which includes both restaurants and lodging industry, has a high turnover rate 

not only in developing countries but also in developed countries (Abdullah et al., 2010). 

Hospitality is defined as "the provision of food, refreshments and accommodation for 

those who are away from home" (Ingram, 1999; Pg. 140), which means that the catering 

and hotel industry are considered as sub-sectors of the hospitality industry. The word 
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“hospitality” has sometimes been used interchangeably with the word “tourism”. 

According to the Ministry of Human Resource Malaysia, in 2009, half of the overall 

turnover rate of the tourism industry came from hoteliers (Saad et al., 2012). Currently, 

2,287 star-rated hotels, apartments and budget hotels in Malaysia that provides a total of 

184,998 rooms, is sustaining the tourism industry of Malaysia (MOTAC, 2013b). As the 

tourism industry is a significant contributor to the Malaysian economy and creates 

plenty of job opportunities, the high turnover rate in the hotel industry has become a 

cumbrance to the development of the tourism industry in Malaysia (Abdullah et al., 

2010). 

 

The hotel industry is a dominant industry in maintaining the competitiveness of the 

tourism industry in Malaysia. The facts and figures show that medium-haul markets 

contribute 19.6% of the total arrivals while long-haul markets contributed another 7.1% 

(MOTAC, 2013a). The government has made an effort in implementing campaigns and 

development projects and providing funds to upgrade the buildings in order to promote 

Malaysia (Chiew & Said, 2011; Tourism Malaysia, 2005). The theme of tourism 

Malaysia, namely "Malaysia Truly Asia", promotes Malaysia as a multicultural country 

with different ethnic groups. Attracted by the unique multicultural background, tourists 

from different countries would pay a visit to Malaysia. Hence, employees of hotels play 

an important role in succeeding the “Malaysia Truly Asia” campaign as they are dealing 

directly with the end users. The final goal, which is the growth in economy, can only be 

achieved when the frontline soldiers are well prepared for the battle. As tourists regard 

Malaysia as a favourable long-haul travel spot, the upgrade and maintenance of the 

tourism infrastructure should be performed regularly (Salman & Hasim, 2012). Hence, 
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the fluctuation in the job market of the hotel industry can be damaging to the reputation 

as well as the development of Malaysia in the tourism industry.   

 

T The high turnover rate in the hotel industry of Malaysia has caught the attention of 

scholars (e.g. Albattat & Som, 2013; Saad et al., 2012; Abdullah et al., 2010). Despite 

the importance of the tourism industry to the Malaysian economy, the turnover rate of 

the hotel industry in Malaysia is still high and obstructs the development of the tourism 

industry (Abdullah et al., 2010). This study will examine the hotel industry under the 

accommodation sector. 

 

The purpose of conducting this study is due to the dissatisfaction towards management's 

leadership style (Kelly Services, 2012a; Kelly Services, 2012b; The Star Online, 2012) 

and high turnover rate in the hotel industry (Saad et al., 2012). To illustrate how 

benevolent leadership is beneficial to Malaysia context, the next section will discuss 

about the leadership problems in Malaysia, how benevolent leadership can be 

operationalised in the context of the tourism industry in Malaysia, and the antecedents of 

benevolent leadership which has not been discovered in the past research. 
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1.3 PROBLEM STATEMENT 

 

 

There are evidences from professional workforce solution companies (e.g. Tower 

Watson and Kelly Services) of the low satisfaction level of Malaysian employees 

towards their leaders (Kelly Services, 2012a; Kelly Services, 2012b; The Star Online, 

2012). Employees with the lowest level of satisfaction towards their management’s 

leadership style and belief that their employers are trying to accomplish company’s 

mission come from the hospitality/travel/leisure and transport/distribution industries 

worldwide (Kelly Services, 2012a). However, there is no data obtained from the 

company that conducted this survey on the above mentioned facts for the industries only 

in Malaysia. It was also found that only 52% of Malaysian employees will speak highly 

of their employer to third parties (Kelly Services, 2012a) and 27% of Malaysian 

employees admit that they have taken sick leave even when they were not sick (Goh, 

2012). These provide evidence that the existing employees do not show citizenship 

behaviours that encourage extra contribution of employees beyond the job scope.    

 

This study will focus on hospitality/travel/leisure industries instead of 

transport/distribution industries as the tourism industry is an important source of income 

and economy growth contributor in Malaysia (Salman & Hasim, 2012; Jaafar et al., 

2011). Furthermore, the turnover of tourism staff has caught the attention of Malaysian 

scholars recently (e.g. AlBattat & Som, 2013; Saad et al., 2012; Jaafar et al., 2011; 

Abdullah et al., 2010). The Ministry of Human Resource of Malaysia reported that, in 

2009, employee turnover in the tourism industry is 16%; turnover of hoteliers 

contributed to half of the total of the tourism industry’s turnover rate (Saad et al., 2012). 
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There were evidences showing that strategies in retaining hotel employees (Saad et al., 

2012; Okumus, 2002), relationship between the leaders and hotel employees (Abdullah 

et al., 2010), and treatment given to the hotel employees (Nankervis, Compton, & Baird, 

2008) might improve the turnover issues. 

 

The relationship between leaders and employees may be one of the strategies to 

potentially reduce turnover rate of hotel employees. By demonstrating individualised 

and holistic concern for subordinates' personal and familial well-being (Chan & Mak, 

2012; Chen et al., 2011; Wang & Cheng, 2010; Cheng et al., 2004), benevolent leaders 

may improve the leader-employee relationship. The genuine and sincere care from 

benevolent leaders to both employees’ performance in work-domain and personal well-

being will cause employees to feel that their leaders are helping them in every aspects of 

their life. Such an interaction will cause employees to reciprocate leaders’ kindness by 

showing loyalty to the company and raising their work performance. 

 

Past research has studied about the relationship between benevolent leadership and 1) 

creativity with creative identity role and autonomy as the moderators (Wang & Cheng, 

2010); 2) followers' performance with leader-member exchange as the mediator (Chan & 

Mak; 2012); 3) organisational performance, affective commitment, and organisational 

citizenship behaviours (Karakas & Sarigollu, 2012) and 4) how subordinate’s loyalty 

affects benevolent leadership with altruistic personality and perceived organisational 

support as moderators. However, there is still a lack of empirical study being done on 

exploring the antecedents of benevolent leadership.  
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Apart from subordinate’s loyalty (Wu et al., 2012), Karakas & Sarigollu (2012) suggest 

that other possible antecedents of benevolent leadership are emotional intelligence, 

flexibility and openness to experience or situational variables such as education, 

organisational culture and exposure to benevolent leaders. There are vast opportunities 

of exploration in this area. Flexibility refers to the ability of an individual to modify 

behaviours when dealing with stressful situations (Kato, 2012). One of the components 

under emotional intelligence, “managing emotion”, refer to the ability of a person to 

reduce, enhance, or modify their own or others’ emotion. Both these definitions for 

flexibility and managing emotions are similar in meaning. Hence, flexibility will not be 

included in this study as emotional intelligence already covers the properties of 

flexibility.  

 

Openness to experience refers to “the tendency to be creative, imaginative, perceptive, 

and thoughtful (Judge & Bono, 2000; Pg. 752). It is one of the traits under the Five-

Factor Model of Personality that has been widely examined in the last century (Judge & 

Bono, 2000). Education and organisational culture were also being studied extensively 

in former research. The effectiveness and importance of openness to experience to 

education and organisational culture in the business context has been highly proven. 

Therefore, these three variables will not be included in this study.  

 

Emotional intelligence has been highlighted in the past two decades in psychology and 

management areas (Cheung & Tang, 2012). It is argued that emotional intelligence is 

one of the significant variables that influences leader’s performance (Wong & Law, 

2002). However, the literature in the past do not reach a consensus in defining emotional 
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intelligence but have asserted multiple explanations, factors or models (Ayranci, 2010). 

Hence, this research will focus on emotional intelligence as the antecedent of benevolent 

leadership to allow deeper understanding towards the definition and measurement of this 

construct and at the same time respond to the call of Karakas and Sarigollu (2012) to 

explore emotional intelligence as the antecedent of benevolent leadership.  

 

As this study aims to provide suggestions on how to improve turnover issues in the hotel 

industry of Malaysia, organisational commitment is examined to measure the effect of 

benevolent leadership because it is viewed as the indicator of turnover in previous 

studies (Culpepper, 2011; Shahnawaz & Jafri, 2009; Bozeman & Perrewé, 2001; Allen 

& Meyer, 1990; Blau & Boal, 1989). This study further examines organisational 

citizenship behaviours as the dependent variable of organisational commitment because 

organisational commitment has been widely studied as the antecedent of organisational 

citizenship behaviours (Ahmadi & Avajian, 2011; Peterson & Xing, 2007; Riketta, 2002; 

Podsakoff, MacKenzie, Paine, & Bachrach, 2000; MacKenzie, Podsakoff, & Ahearne, 

1998; Organ & Ryan, 1995). Organisational commitment and organisational citizenship 

behaviours are also viewed as crucial elements of the social exchange process (Chen et 

al., 2011; Cropanzano & Mitchell, 2005; Zellars & Tepper, 2003; Moore & Cunningham, 

1999; Deckop, Mangel, & Cirka, 1999; Eisenberger, Fasolo, & Davis-LaMastro, 1990; 

Organ, 1990; Eisenberger, Huntington, Hutchison, & Sowa, 1986). According to the 

social exchange theory, the emotional support and individualised care provided by a 

benevolent leader with emotional intelligence may motivate the employees to 

reciprocate through their commitment and citizenship behaviours. 
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1.4 RESEARCH OBJECTIVES 

 

 

The general objective of this study is to examine the effect of emotional intelligence on 

benevolent leadership, and its implication on organisational citizenship behaviours with 

organisational commitment as the mediator. The specific objectives are as follows: 

 

1. To examine the relationship between emotional intelligence and benevolent leadership. 

2. To evaluate the impact of benevolent leadership towards organisational commitment 

and organisational citizenship behaviours.  

3. To investigate the mediating effect of organisational commitment on the relationship 

between benevolent leadership and organisational citizenship behaviours. 

4. To examine the effect of emotional intelligence on organisational commitment and 

organisational citizenship behaviours. 

 

1.5 RESEARCH QUESTIONS 

 

The research questions of this study are as follows: 

1. Is there a relationship between emotional intelligence and benevolent leadership? 

2. Does benevolent leadership have an impact towards organisational commitment and  

organisational citizenship behaviours?  

3. Is there a mediating effect of organisational commitment on the relationship between  

benevolent leadership and organisational citizenship behaviours? 

4. Does emotional intelligence have an effect on organisational commitment and  

organisational citizenship behaviours? 
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1.6 SCOPE OF STUDY 

 

This study examines the benevolent leadership style among leaders in the hotel industry 

of Malaysia. Previous studies suggests that the relationship between employees and 

leaders in the hotel industry of Malaysia leads to employee turnover (Abdullah et al., 

2010). As benevolent leadership advocates leaders to provide individualised and holistic 

concern beyond working context to employees, hotel employees might feel obliged to 

repay leaders’ kindness and develop a social exchange relationship with their leaders. 

This study appears to be one of the earliest studies attempting to examine benevolent 

leadership in the hotel industry Malaysia. Samples of this study were selected from four 

and five-star rated hotels in the Klang Valley as this area possess the most number of 

hotels in Malaysia and human resource departments are well established in higher-rated 

hotels.   

 

Karakas proposes that emotional intelligence, flexibility, openness to experience, 

education, organisational culture are antecedents of benevolent leadership. However, this 

study only focuses on emotional intelligence as the antecedent of benevolent leadership 

as emotional intelligence has a significant influence on a leader’s performance (Wong & 

Law, 2002). As explained in section 1.3 (Pg. 11), flexibility is similar to the element of 

emotional intelligence and openness to experience, education and organisational culture 

have been widely studied in the last century. Hence, this study only examines emotional 

intelligence among all other proposed antecedents of benevolent leadership. 

 

This study suggests that benevolent behaviours have influence on organisational 
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commitment and organisational citizenship behaviours. According to the social exchange 

theory (Blau, 1964), benevolent leaders who provide initial favours by being concern of 

employees’ personal well-being beyond working context might receive the reciprocation 

of employees. Organisational commitment and organisational citizenship behaviours 

have been viewed as the reciprocation in a social exchange relationship (e.g. Chen et al., 

2011; Cropanzano & Mitchell, 2005; Zellars & Tepper, 2003; Moore & Cunningham, 

1999; Deckop et al., 1999; Eisenberger et al., 1990; Organ, 1990; Eisenberger et al., 

1986). As OC has been widely suggested as the antecedent of OCB (Ahmadi & Avajian, 

2011; Peterson & Xing, 2007; Riketta, 2002; Podsakoff et al., 2000; MacKenzie et al., 

1998; Organ and Ryan, 1995), this study examines the effect of benevolent leadership on 

organisational commitment and how organisational commitment further leads to 

organisational citizenship behaviours. 

 

Previous studies show no consensus in proving the relationship between leaders’ 

emotional intelligence and employees’ organisational commitment (e.g. Rangriz & 

Mehrabi, 2010; Amram, 2009; Humphreys, Weyant, & Sprague, 2003). This study 

intends to provide additional insights on the empirical evidences of the abovementioned 

relationship. Although the relationship between leaders’ emotional intelligence and 

employees’ organisational citizenship behaviours has been vastly tested in the past 

literature (e.g. Sahafi, Danaee, Sarlak, & Haghollah, 2012; Shanker, 2012; Yaghoubi, 

Mashinchi, & Hadi, 2011; Yunus, Ishak, Mustapha, Othman, 2010; Modassir and Singh, 

2008; Wong & Law, 2002), this study intends to focus on this relationship once again to 

further strengthen the body of knowledge by contributing additional empirical studies. 
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1.7 SIGNIFICANCE OF STUDY 

  

 

This study will contribute theoretically and practically in the area of benevolent 

leadership by expanding the framework of past studies in examining the outcomes of 

benevolent leadership and also exploring the antecedents of benevolent leadership as 

proposed by the scholars (Karakas & Sarigollu, 2012). Since Farh and Cheng (2000) that 

benevolent leadership is one of the components under paternalistic leadership; the 

exploration of benevolent leadership is still in the infancy stage. A vast amount of 

knowledge about benevolent leadership is expected to be generated by academicians in 

future research. This study will assist in shaping the construct, identifying boundary, and 

creating consistency in definition for future research. 

 

1.7.1 Theoretical Contribution 

There are leadership styles which encourage relationships between leaders and 

employees that lead to positive organisational outcomes. These leaderships include 

transformational leadership (Caldwell, Dixon, Floyd, Chaudoin, Post, & Cheokas, 2012; 

Jogulu & Ferkins, 2012; Hargis, Watt, & Piotrowski., 2011), benevolent leadership 

(Chan & Mak, 2012; Chen et al., 2011; Wang & Cheng, 2010; Cheng et al., 2004), 

servant leadership (Caldwell et al., 2012), charismatic leadership (Caldwell et al., 2012; 

Rowden, 2000), ethical leadership (Neubert, Wu, and Roberts, 2013; Khuntia & Suar, 

2004), spiritual leadership (Chen, Yang, & Li, 2012; Fry, Vitucci, & Cedillo, 2005) and 

leader-member exchange theory (Rockstuhl, Dulebohn, Ang, & Shore, 2012). While 

other leadership styles establish a pleasant relationship throughout work-related 

interactions, benevolent leadership focuses on holistic care towards employees by being 
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concerned about employees' personal well-being which is outside of the work domain. 

Scholars have explored the subsequent variables of benevolent leadership such as 

organisational commitment, ethical climate, upward communication, organisational 

citizenship behaviour, subordinates' deference to supervisor, work motivation, creativity, 

creative identity role, autonomy, in-role and extra role performance, followers' 

performance, leader-member exchange, and organisational performance (e.g. Chan & 

Mak, 2012; Karakas & Sarigollu, 2012; Chen et al., 2011; Wang & Cheng, 2010; Chu et 

al., 2009; Niu et al., 2009; Erben & Güneşer, 2008). 

 

In spite of the increasing popularity towards this leadership style, there has been little 

research done to highlight benevolent leadership by itself without examining it as a 

component of paternalistic leadership. Previous studies have only tested subordinates’ 

loyalty as an antecedent of benevolent leadership (Wu et al., 2012). This study intends to 

contribute to the body of knowledge on benevolent leadership by expanding the current 

framework proposed in previous research and expedite the understanding of the 

antecedents and favourable organisational outcomes of benevolent leadership. It is a big 

step for the theory of benevolent leadership as this study proposes an antecedent which 

has never been studied in past literature, namely emotional intelligence. Social exchange 

theory states that leaders who provide the initial favour are likely to encourage the 

employees to reciprocate (Chen et al., 2011). Path-goal theory also suggests that the 

concern shown by leaders to employees creates mentally supportive work environment, 

reduces the stress of employees and enhance performance (House, 1996; House & 

Mitchell, 1974; House, 1971). In this study, emotional intelligence is suggested as the 

antecedent of benevolent leadership and organisational commitment is proposed to act as 
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a mediator of the relationship between benevolent leadership and organisational 

citizenship behaviours. Emotional intelligence is an ability possessed by a leader that 

supports him to be benevolent and the benevolent behaviours of the leader will motivate 

employees to reciprocate by willingly contributing extra effort because of their sense of 

commitment to the job. 

 

Most of the studies of benevolent leadership have been done in the Chinese context (e.g. 

Chan & Mak, 2012; Chan et al., 2012; Wu et al., 2012 Wang & Cheng, 2010; Niu et al., 

2009). It has been viewed as a leadership style which is aligned with the Confucian 

teachings deeply rooted in Chinese culture (Wang & Cheng, 2010; Niu et al., 2009). It is 

not only the Mainland Chinese that practices Confucian teachings but also overseas 

Chinese. Wang and Hong (2009) argue that the Chinese in other Asian countries such as 

Japan, South Korea, Hong Kong, Taiwan, Singapore, Malaysia and Indonesia are 

influenced by Confucianism as well. However, the result of Wang and Hong’s (2009) 

study show that Mainland Chinese has a higher degree of cognitive practice of 

Confucian teachings compared to Taiwanese and Malaysian Chinese. The authors argue 

that Taiwanese have also inherited Chinese Culture’s Confucian orthodoxy and thus they 

are deeply influenced by Confucianism. On the other hand, Malaysian Chinese living in 

a multi-racial society have made an effort to educate their children to follow Chinese 

traditions. The authors also found that socio-culture, and not the background of the 

people, is the factor that influences the practice of Confucian teachings. Therefore, 

benevolent leadership is assumed to have a significant effect not only in countries with 

Chinese as the main ethnic group but also the countries with Chinese as the minority 

ethnic group.  
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Due to the paradigm change in contemporary workplace from dealing with only one 

ethnicity to a more diverse and versatile workforce, a comprehensive leadership style 

should be discovered and it should be extensive enough to account for globalisation. As 

a multi-ethnic country, Malaysia is a good ground to study and prove the effectiveness of 

benevolent leadership. The additional responsibilities of leaders in concerning non-work 

matters and the reciprocation from employees in displaying extra-role behaviours which 

creates harmony and common good in workplace might be favourable in other contexts. 

This study will reveal whether benevolent leadership can be equally prevalent in a multi-

cultural context.   

 

1.7.2 Practical Contribution  

The hotel industry is having difficulties in retaining employees (Albattat & Som, 2013; 

Saad et al., 2012; Abdullah et al., 2010). The reasons for hotel employees' turnover 

include the poor strategy of hotel's management (Saad et al., 2012) which might causes 

the orderless and ineffective working processes, lack of financial assistance and training 

from the local government (Jaafar et al., 2011) which leads to poor employee benefits, 

income and positions which are not up to standard due to the poor salary and promotion 

system, and poor relationship with supervisor which reduces employees' job satisfaction 

(Abdullah et al., 2010). Leadership plays an important role in preventing the turnover as 

a good leader can develop a good strategy in retaining talents, design effective training 

contents, enhance welfare, salary, and promotion system, and even build good rapport 

with subordinates (see Figure 1.2). Benevolent leadership fills up the deficiency in the 

relationship between leaders and employees which is crucial in fostering employees' job 

commitment and citizenship behaviours.  
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Figure 1.2 Proposed Leadership's Role in Employees Retention 

 

The framework developed from this study suggests that emotional intelligence advances 

leader’s benevolent behaviours. Benevolent leaders who are expected to show genuine 

care for employees in both work-related and personal affairs are sensitive to employees' 

emotional needs in order to ensure employees are in a healthy state of mind. Leaders 

with high level of emotional intelligence are able to manage their own emotions, detect 

employees' emotion, and deal with emotional situations appropriately. This study helps 

in designing a better leadership training programme which includes emotional 

intelligence elements in the training and enhancing leadership skills. 

 

According to social exchange theory, employees with a sense of indebtedness and 

obligation towards the person who has provided initial favour are likely to be motivated 

to reciprocate the beneficial behaviours (Chen et al., 2011). Benevolent leaders who 

intend to create a common good in the organisations are likely to be reciprocated by 

their employees for their kindness. Besides that, according to the path-goal theory, which 
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suggests that leaders’ concern for employees’ welfare increases employees’ self-

confidence and reduce stress and frustration, shows that supportive leadership behaviour 

is related to the relationship between leaders and employees (House, 1996). This study 

provides insights for leaders in motivating workforce and building good rapport with 

employees in order to harmoniously achieve organisational goals.  

 

Abdullah et al. (2010) state that the relationship between leader and employees is crucial 

in predicting the retention of staff. Employees who have been receiving individualised 

attention from managers, through assistance in solving challenges in work and non-work 

domains, are more likely to contribute willingly to achieving their company's goals and 

stay in their position. Allen and Meyer (1990) and other scholars (e.g. Culpepper, 2011; 

Shahnawaz & Jafri, 2009; Bozeman & Perrewé, 2001; Blau & Boal, 1989) articulate that 

organisational commitment is regarded as the indicator of turnover. This study examines 

the organisational commitment of employees as one of the consequences of benevolent 

behaviours. As organisational commitment indicates the employees’ relationship with 

the company and lessens their likelihood of leaving the company,  this study provides 

insights into enhancing the retention of current talents and attraction of new talents. In 

addition, this study looks beyond the retention of employees and further suggests 

organisational citizenship behaviours that will be encouraged by benevolent behaviours. 

Employees will be motivated to perform extra-role tasks and increase their work 

efficiency if they are happy and grateful for having a good leader. Productivity and 

performance are expected to be enhanced if employees are taking initiative to perform 

tasks which are more than required by the company. 
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In short, the findings of this study will be beneficial for hotels not only in retaining and 

attracting talents by creating a favourable working environment, but also cultivating 

effective leadership style, developing leadership training content, and enhancing 

workforce cohesion.  

 

1.8 DEFINITION OF TERMS 

 

 

The definitions of terms for four variables to be adopted in this study are as follows:  

Benevolent leadership (BL) – The leadership style that a leader demonstrates 

individualised, holistic concern for subordinates’ 

personal and familial well-being (Chan & Mak, 2012; 

Chen et al., 2011; Wang & Cheng, 2010; Cheng et 

al., 2004). 

 

Emotional Intelligence (EI)   –  A subset of social intelligence that involves the ability 

to monitor one’s own and others’ feelings and 

emotions, to discriminate among them and to use this 

information to guide one’s thinking and actions 

(Salovey & Mayer, 1990). 

 

Organisational Commitment (OC) – A psychological state that characterizes an 

employee’s relationship with the organisation 

that reduces the likelihood that he/she will 

leave it (Allen & Meyer, 1990). 

 

 

Organisational Citizenship Behaviours (OCB) – The beneficial behaviours and gestures 

that can neither be enforced on the 

basis of formal role obligations not 

elicited by contractual guarantee of 

recompense (Bateman and Organ, 

1983) 
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1.9 ORGANISATION OF THESIS 

 

 

There are six chapters in this thesis which covers introduction, literature review, 

theoretical framework and hypotheses, methodology, results and analysis, and 

conclusion. The first chapter consists of the background of this study, the tourism 

industry of Malaysia, problem statement, research objectives, research questions, scope 

of study, significance of study, definition of terms and organisation of thesis regarding 

the four variables in this study, namely benevolent leadership, emotional intelligence, 

organisational commitment, and organisational citizenship behaviours. The second 

chapter articulates the role of human resources in current the business world, leadership 

issues in the current business world, the theory development of each variable and past 

research which supports the relationships between each variable. The third chapter, 

Theoretical Framework and Hypotheses, discusses about the research gaps that this 

study is filling, the underlying theories such as the social exchange theory and path-goal 

theory, explanation of research framework, and hypotheses development. 

 

The fourth chapter explains the research design, sampling design, data collection, 

questionnaire design, measurement scales, pilot study and data analysis. The fifth 

chapter presents the questionnaire response rate, missing values, outliers, descriptive 

analysis, multivariate assumption test, reliability and validity analysis, structural 

equation modeling and summary of main findings. Lastly, the final chapter deliberates 

the discussion, implications of study, limitations of study, direction for future research 

and conclusion. Table 1.1 shows all the sections under each chapter: 
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Table 1.1 Organisation of Thesis 

 

 

The first chapter introduces the background of the study which includes the development 

of benevolent leadership theory and the discussion on tourism industry of Malaysia. 

Next, the current issues in business world, rationales for linking tourism industry of 

 

Chapter 1: Introduction 

 

 

 

Background of Study      Tourism Industry of Malaysia    

   Problem Statement    Research Objectives    

Research Questions    Scope of Study    Significance of 
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Reliability Analysis    Validity Analysis    Multivariate 

Assumption Test    Descriptive Analysis    Correlation 

Analysis    Structural Equation Modeling    Summary 

of Main Findings 

 

 

Chapter 6: Conclusion 

 

Discussion   Implications of Study    Limitations of 

Study    Direction for Future Research    Conclusion 
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Malaysia with benevolent leadership, and theoretical relationships of benevolent 

leadership are deliberated. Research objectives and research questions of this study are 

listed to illustrate the underlying problems. Scope of study identifies the boundary of  

the area of this study. Theoretical contributions of the proposed framework in the 

literature of benevolent leadership and practical contributions of this study in business 

world are presented under the section of significance of study. In the last part of chapter 

one, definitions to be adopted in this study and the organisation of thesis are enumerated. 

 

Chapter 2 reviews past literature regarding the variables in the theoretical framework 

proposed in this study. It covers the arguments and results of research that has been done 

previously which are relevant to the aforementioned four variables to support the 

proposed framework in this study. The contents include the origin, conceptualisation, 

definitions, past research of each variable, and the results and arguments from previous 

articles which support the relationships between the four variables in this study.    

 

The theoretical framework and hypotheses of this study are presented in Chapter 3. This 

chapter discusses how the first proposed relationship between emotional intelligence and 

benevolent leadership and the multiracial context of Malaysia as the ground of study will 

fill the research gaps. Besides this, social exchange theory and path-goal theory as 

underlying theories of the proposed framework are explained. The breakdown of each 

relationship in the framework will be annotated as follows: the relationship between 

emotional intelligence and benevolent leadership; the relationship between benevolent 

leadership and organisational citizenship behaviours with organisational commitment as 

a mediator; and the relationship between emotional intelligence and organisational 
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commitment and organisational citizenship behaviours. A complete framework with all 

the components of each variable is also illustrated and all the relationships between 

variables are explained. Lastly, the hypotheses development is reiterated.    

 

The fourth chapter of this study discusses the methodology to be adopted in examining 

the relationships between the four variables, namely benevolent leadership, emotional 

intelligence, organisational commitment, and organisational citizenship behaviours. The 

section on research design justifies which research method was used. Sampling design 

identifies the population and sample of the hotel industry, location of the research, 

expected sample size, and sampling technique to be applied. Data collection section 

discloses the format of questionnaire and the method of distributing questionnaire and 

collecting data. Questionnaire design clarifies the structure of questionnaires for both 

employees and leaders in the hotel industry. Measurement of scales and variables 

explains the instruments to be used in measuring each construct and their scale items. 

The results of the pilot study are determined by using Cronbach’s alpha values. Finally, 

the data analysis briefly proposes the analytical methods to be adopted in analysing the 

data collected.   

 

The data collected is analysed in Chapter 5. In the introduction section, the response rate 

of the questionnaires is reported. Next, the treatment for missing values and outliers of 

the data collected are presented. Reliability test and validity test are conducted to ensure 

the internal consistency and the intentions of the measurement are met. The data 

collected is then tested with multivariate assumption to ensure that the analysis can be 

continued. Consequently, the profile of respondents and variables are examined in the  



© C
OPYRIG

HT U
PM

29 

 

descriptive analysis. The correlation analysis is presented and the correlation coefficients 

for the relationships are proposed in this study. The last step of data analysis is to test the 

hypothesis using structural equation modelling. The summary of findings are deliberated 

at the end of the chapter. 

 

The final chapter of the thesis demonstrated how the objectives of the study are met and 

illustrates the recommended models in the discussion section. Implications of the study, 

limitations of the study, and direction for future research are discussed as well. Lastly, 

the conclusion is presented. 

 

1.10 CHAPTER SUMMARY 

 

 

This chapter started with an overview of this study by discussing the background of 

benevolent leadership and the tourism industry in Malaysia. The current issues in the 

business world, the rationale for linking the tourism industry of Malaysia with 

benevolent leadership, and the theoretical relationships of benevolent leadership were 

discussed in the problem statement section. This was followed by research objectives, 

research questions, scope of study, significance of study and definition of terms. 

Organisation of thesis was presented at the end of this chapter. 

 

 

 

 

 

 



© C
OPYRIG

HT U
PM

226 
 

REFERENCES 

Abdullah, R., Mohd Alias, M. A., Zahari, H., Karim, N. A., Abdullah, S. N., Salleh, 

H., & Musa, M. F. (2010). The Study of Factors Contributing to Chef Turnover in 

Hotels in Klang Valley, Malaysia. Asian Social Science, 6(1), 80-85. 

 

Ahmadi, F., & Avajian, Z. (2011). Survey Relationship between Organizational 

Citizenship and Organizational Commitment in Public Organization in Iran. 

Interdisciplinary Journal of Contemporary Research In Business, 3(5), 381-394. 

 

Ahmadi, S. A. A., Ahmadi, F., & Zohrabi, M. (2012). Effect of the Leadership Styles 

on the Organizational Commitment Given the Staff Personality Traits (The Case 

study: Iran’s State Retirement Organization). Interdisciplinary Journal of 

Contemporary Research in Business, 4(1), 247-264. 

 

Ahmed, I., Ramzan, M., Mohammad, S.K., & Islam, T. (2011). Relationship between 

Perceived Fairness In Performance Appraisal and OCB; Mediating Role of 

Organisational Commitment. International Journal of Academic Research, 3(5), 15-

20. 

 

AlBattat, A. R. S., & Som, A. P. M. (2013). Employee Dissatisfaction and Turnover 

Crises in the Malaysian Hospitality Industry. International Journal of Business and 

Management, 8(5), 62-71. 

 

Alderfer, C.P. (1969). An Empirical Test of a New Theory of Human Needs. 

Organizational Behaviour and Human Performance, 4, 142-75. 

Alizadeh, Z., Darvishi, S., Nazari, K., & Emami, M. (2012). Antecedents and 

Consequences of Organisational Citizenship Behaviour (OCB). Interdisciplinary 

Journal of Contemporary Research Business, 3(9), 494–505. 

Allen, N. J., & Meyer, J. P. (1990). The Measurement and Antecedents of Affective, 

Continuance and Normative Commitment to the Organization. Journal of 

Occupational Psychology, 63(1), 1-18. 

 

Allen, N. J., & Meyer, J. P. (1993). Organizational Commitment: Evidence of Career 

Stage Effects?. Journal Of Business Research, 26(1), 49-61. 

 

Allen, N. J., & Meyer, J. P. (2000). Construct Validation in Organizational Behavior 

Research: The Case of Organizational Commitment. In R. D. Goffin & E. Helmes 

(Eds.), Problems and solutions in human assessment: Honouring Douglas N. 

Jackson at seventy (pp. 285–314). Norwell, MA: Kluwer. 

 

Allison, P. D. (2003). Missing Data Techniques for Structural Equation Modeling. 

Journal of Abnormal Psychology, 112(4), 545-557. doi: 10.1037/0021-

843X.112.4.545 

 

Al-sharafi, H., & Rajiani, I. (2013). Promoting Organizational Citizenship Behavior 

among Employees - The Role of Leadership Practices. International Journal of 

Business & Management, 8(6), 47-54. doi:10.5539/ijbm.v8n6p47 



© C
OPYRIG

HT U
PM

227 
 

Amram, J. Y. (2009). The Contribution of Emotional and Spiritual Intelligences to 

Effective Business Leadership (Doctoral Dissertation). Retrieved from Proquest 

Dissertation and Theses database. (UMI No. 3344514) 

 

Anderson, J. C., & Gerbing, D. W. (1988). Structural Equation Modeling in Practice: 

A Review and Recommended Two-Step Approach. Psychological Bulletin, 103(3), 

411-423. 

 

Arnolds, C. A., & Boshoff, C. (2002). Compensation, Esteem Valence and Job 

Performance: An Empirical Assessment of Alderfer's ERG theory. International 

Journal of Human Resource Management, 13(4), 697-719. 

 

Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current 

Theories, Research, and Future Directions. Annual Review of Psychology, 60(1), 

421-449. 

 

Avolio, B. J., Zhu, W., Koh, W. & Bhatia, P. (2004), Transformational Leadership 

and Organizational Commitment: Mediating Role of Psychological Empowerment 

and Moderating Role of Structural Distance. Journal of Organizational Behavior, 25, 

951–968. doi: 10.1002/job.283 

 

Awang, Z. (2012). Structural Equation Modeling Using Amos Graphic: UiTM Press. 

 

Ayers, J. P. (2001). Job Satisfaction, Job Involvement, and Perceived Organizational 

Support as Predictors of Organizational Commitment (Doctoral Dissertation). 

Retrieved from Proquest Dissertation and Theses database. (UMI No. 3397132) 

 

Ayranci, E. (2010). Effects of Turkish Top Managers' Emotional and Spiritual 

Intelligences on their Organizations' Financial Performance.China-USA Business 

Review, 9(11), 50-73. 

 

Ayupp, K., & Kong, W. (2010).The Impact of Task and Outcome Interdependence 

and Self-Efficacy on Employees’ Work Motivation: An Analysis of the Malaysian 

Retail Industry. Asia Pacific Business Review, 16(1-2), 123-142. 

 

Barnett, J. R. (2011). Coping Style as a Mediator to the Influence of Emotional 

Intelligence on Self-Esteem and Anxiety for Juvenile Delinquent Males (Doctoral 

Dissertation).Retrieved from Proquest Dissertation and Theses database. (UMI No. 

3468878) 

 

Baron, R. M., & Kenny, D. A. (1986). The Moderator-Mediator Variable Distinction 

in Social Psychological Research: Conceptual, Strategic, and Statistical 

Considerations. Journal of Personality and Social Psychology, 51(6), 1173-1182. 

 

Bar-On, R. (1997). The Emotional Quotient Inventory (EQ-i). Toronto, Canada: 

Multi-Health Systems, Inc. 

 

Bar-On, R. (2006). The Bar-On Model of Emotional-Social Intelligence (ESI). 

Psicothema, 18, Suppl., 13-25. 

 



© C
OPYRIG

HT U
PM

228 
 

Bartlett, J. E., Kotrlik, J. W., & Higgins, C. C. (2001).Organizational Research: 

Determining Appropriate Sample Size in Survey Research. Information Technology, 

Learning, and Performance Journal, 19(1), 43-50. 

 

Bass, B. M. (1990). From Transactional to Transformational Leadership: Learning to 

Share the Vision. Organizational Dynamics, 18(3), 19-31. 

 

Bass, B. M., & Avolio, B. J. (1993a). Transformational Leadership: A Response to 

Critiques. In M. M. Chemmers & R. Ayman (Eds.), Leadership theory and research: 

Perspectives and directions (pp. 49–88). San Diego, CA: Academic Press. 

 

Bass, B. M., & Avolio, B. J. (1993b). Transformational Leadership and 

Organizational Culture. Public Administration Quarterly, 17(1), 112-121. 

 

Bateman, T. S., & Organ, D. W. (1983). Job Satisfaction and the Good Soldier: The 

Relationship Between Affect and Employee "Citizenship". Academy Of Management 

Journal, 26(4), 587-595. doi:10.2307/255908 

 

Baum, T. (1988). Ireland: Toward a New Definition of Hotel Management. Cornell 

Hotel & Restaurant Administration Quarterly, 29(2), 36. 

 

Bentler, P. M. (1990). Comparative Fit Indexes in Structural Models.Psychological 

Bulletin, 107(2), 238-46. 

 

Beyer, B. (2012). Blending Constructs and Concepts: Development of Emerging 

Theories of Organizational Leadership and Their Relationship to Leadership 

Practices for Social Justice. International Journal of Educational Leadership 

Preparation, 7(3), 1-12. 

 

Black, K. (2011). Applied Business Statistics: Making Better Business Decisions (6th 

ed.). New Jersey, NJ: John Wiley& Sons Inc. 

 

Blau, P. (1964). Exchange and Power in Social Life. New York: Wiley. 

 

Blau, G., & Boal, K. (1989). Using Job Involvement and Organizational 

Commitment Interactively to Predict Turnover. Journal of Management, 15(1), 115-

127.  

 

Boyatzis, R. E., Goleman, D., & Rhee, K. (2000).Clustering Competence in 

Emotional Intelligence: Insights from the Emotional Competence Inventory (ECI).In 

R. Bar-On and J. D. A. Parker (Eds.), Handbook of emotional intelligence (pp. 343–

362). San Francisco, CA: Jossey–Bass. 

 

Bozeman, D. P., & Perrewé, P. L., (2001). The Effect of Item Content Overlap on 

Organizational Commitment Questionnaire-Turnover Cognitions Relationships. 

Journal of Applied Psychology, 86(1), 161-173. 

 

 

 



© C
OPYRIG

HT U
PM

229 
 

Brackett, M. A., Rivers, S. E., Shiffman, S., Lerner, N., & Salovey, P. (2006). 

Relating Emotional Abilities to Social Functioning: A Comparison of Self-Report 

and Performance Measures of Emotional Intelligence. Journal of Personality and 

Social Psychology, 91(4), 780-795. doi: 10.1037/0022-3514.91.4.780 

 

Bratton, V. K., Dodd, N. G., & Brown, F. W. (2011). The Impact of Emotional 

Intelligence on Accuracy of Self-Awareness and Leadership Performance. 

Leadership & Organization Development Journal, 32(2), 127-149. 

 

Brinberg, D., & Castell, P. (1982). A Resource Exchange Theory Approach to 

Interpersonal Interactions: A Test of Foa’s Theory. Journal of Personality and Social 

Psychology, 43(2), 260-9. 

 

Browne, M. W., & Cudeck, R. (1993). Alternative Ways of Assessing Model Fit. In: 

K. A. Bollen and J. S. Long (Eds.), Testing Structural Equation Models (pp. 136-

162). Beverly Hills, CA: Sage. 

Bukhari, Z. U. (2008). Key Antecedents of Organizational Citizenship Behavior 

(OCB) in the Banking Sector of Pakistan. International Journal of Business and 

Management, 3(12), 106–115. 

Burns, J. M. (1978). Leadership. New York: Harper & Row 

 

Caldwell, C., Dixon, R. D., Floyd, L. A., Chaudoin, J., Post, J., & Cheokas, G. 

(2012). Transformative Leadership: Achieving Unparalleled Excellence. Journal of 

Business Ethics, 109(2), 175-187. 

 

Carter, R. L. (2006). Solutions for Missing Data in Structural Equation Modeling. 

Research & Practice in Assessment, 1(1), 1-6. 

 

Çelik, C. (2008). Relationship of Organizational Commitment and Job Satisfaction: 

A Field Study of Tax Office Employees.138-155. Retrieved from: 

http://ces.epoka.edu.al/icme/11.pdf 

 

Çetin, Ş., Korkmaz, M., & Çakmakçı, C. (2012). Effects of Transformational and 

Transactional Leadership and Leader-Member Exchange on Teachers’ 

Organizational Citizenship Behaviors. (Turkish).Educational Administration: Theory 

& Practice, 18(1), 7-36. 

 

Chan, S., & Mak, W. (2012). Benevolent Leadership and Follower Performance: The 

Mediating Role of Leader-Member Exchange (LMX). Asia Pacific Journal of 

Management, 29(2), 285-301. doi:10.1007/s10490-011-9275-3 

 

Chan, S. H., Huang, X., Snape, E., & Lam, C. K. (2012). The Janus Face of 

Paternalistic Leaders: Authoritarianism, Benevolence, Subordinates' Organization-

Based Self-Esteem, and Performance. Journal of Organizational Behavior, 34(1), 

108-128. doi:10.1002/job.1797 

 



© C
OPYRIG

HT U
PM

230 
 

Chen, C. Y., Yang, C. Y., & Li, C. I. (2012). Spiritual Leadership, Follower 

Mediators, and Organizational Outcomes: Evidence from Three Industries Across 

Two Major Chinese Societies. Journal of Applied Social Psychology, 42(4), 890-938. 

 

Chen, H., & Kao, H. (2009).Chinese Paternalistic Leadership and Non-Chinese 

Subordinates' Psychological Health.International Journal of Human Resource 

Management, 20(12), 2533-2546. doi:10.1080/09585190903363839 

 

Chen, X. P., Eberly, M. B., Chiang, T. J., Farh, J. L., & Cheng, B. S. (2011). 

Affective Trust in Chinese Leaders: Linking Paternalistic Leadership to Employee 

Performance. Journal of Management.doi:10.1177/0149206311410604  

 

Cheng, B. S., Chou, L. F., & Farh, J. L. (2000). A Triad Model of Paternalistic 

Leadership: The Constructs and Measurement. Indigenous Psychological Research 

in Chinese Societies, 14, 3-64.  

 

Cheng, B. S., Chou, L. F., Wu, T. Y., Huang, M. P., & Farh, J. L. (2004). 

Paternalistic Leadership and Subordinate Responses: Establishing a Leadership 

Model in Chinese Organizations. Asian Journal of Social Psychology, 7(1), 89-117. 

doi:10.1111/j.1467-839X.2004.00137.x 

 

Cheung, F. Y., & Tang, C. S. (2012). The Effect of Emotional Dissonance and 

Emotional Intelligence on Work–Family Interference. Canadian Journal of 

Behavioural Science, 44(1), 50-58. 

 

Chiew, B. T., & Said, H. (2011). International Students' Travel Experience and 

Preference Towards Hospitality Services During Holidays in Malaysia. Unitar E-

Journal, 7(1), 39-56. 

 

Chu, P., Chou, C., & Hung, C. (2009). The Relationship of Paternalistic Leadership 

and Organizational Citizenship Behavior: The Mediating Effect of Upward 

Communication. The Journal of Human Resource and Adult Learning, 5(2), 66-73. 

 

Clanton, S. C. (2005). An Exploratory Study of Emotional Intelligence, Self-esteem, 

and job satisfaction of high-tech employees (Doctoral Dissertation). Retrieved from 

Proquest Dissertation and Theses database. (UMI No. 3162624) 

 

Coelli, T.J., Rao, D.S.P., O’Donnell, C.J. & Battese, G.E. (2005).An Introduction to  

Efficiency and Productivity Analysis (2
nd

ed.). New York, NY: Springer. 

 

Cohen, J. (1988). Statistical Power Analysis for the Behavioral Sciences. (2
nd

ed.). 

Hillsdale, NJ: Lawrence Erlbaum Associates. Retrieved from:http://www.lrdc.pitt. 

edu/schneider/p2465/Readings/Cohen, 1988 (Statistical Power, 273-406).pdf 

 

Collins, C. J., & Smith, K. G. (2006). Knowledge Exchange and Combination: The 

Role of Human Resource Practicesin the Performanceof High-Technology Firms. 

Academy Of Management Journal, 49(3), 544-560. doi:10.5465/AMJ.2006.217946 

71 

 



© C
OPYRIG

HT U
PM

231 
 

Colquitt, J. A., Scott, B. A., & LePine, J. A. (2007). Trust, trustworthiness, and trust 

propensity: A meta-analytic test of their unique relationships with risk taking and job 

performance. Journal of Applied Psychology, 92(4), 909-927. 

 

Conger, J. A., & Kanungo, R. N. (1987).Toward a Behavioral Theory of Charismatic 

Leadership in Organizational Settings.Academy of Management Review, 12, 637–647. 

 

Cook, C. R. (2006). Effects of Emotional Intelligence on Principals’ Leadership 

Performance (Doctoral Dissertation). Retrieved from:  http://scholarworks.montana. 

edu/xmlui/bitstream/handle/1/1099/cookc0506.pdf?sequence=1 

 

Cook, K. M., & Emerson, R. M. (1978). Power, Equity and Commitmentin Exchange 

Networks. American Sociological Review, 43(5), 721-739. 

 

Cooper D. R., & Schindler, P. S. (2003).Business Research Methods (8th ed.). New 

York, NY: McGraw-Hill. 

 

Cropanzano, R., & Mitchell, M. S. (2005). Social Exchange Theory: An 

Interdisciplinary Review. Journal of Management, 31(6), 874-900. doi: 10.1177/ 

0149206305279602 

 

Culpepper, R. A. (2011). Three-Component Commitment and Turnover: An 

Examination of Temporal Aspects. Journal of Vocational Behavior, 79, 517-527. 

 

Darwin, C. (1965). The Expression of Emotion in Man and Animals. Project 

Gutenberg. 

 

Deckop, J. R., Mangel, R., & Cirka, C. C. (1999).Getting More than You Pay for: 

Organizational Citizenship Behavior and Pay-for-performance Plans. Academy of 

Management Journal, 42(4), 420-428. 

Dellaert, F. (2002). The Expectation Maximization Algorithm. Technical Report 

No.GIT-GVU-02-20. Atlanta, GA: College of Computing, Georgia Institute of 

Technology. 

Department of Statistic Malaysia. (2010). Population Distribution and Basic 

Demographic Characteristics 2010 [Data file]. Retrieved from: 
http://www.statistics.gov.my/portal/download_Population/files/census2010/ 

Taburan_Penduduk_dan_Ciri-ciri_Asas_Demografi.pdf 

 

Department of Statistic Malaysia. (2011).Services Statistic: Economic Census 2011 

Accommodation Services [Data file]. Retrieved from: http://www.statistics.gov.my/ 

portal/download_Services/files/BE/BE2011_Penginapan.pdf 

 

Department of Statistic Malaysia.(2013). Population by States and Ethnic Group, 

Malaysia, 2013. Retrieved from: http://pqi.stats.gov.my/result.php?token= 

722a7dd0dce833949ad90ddba5ed91b0 

 



© C
OPYRIG

HT U
PM

232 
 

Desrosiers, M., & Thomson, S. (2011). Rhetorical Legacies of Leadership: 

Projections of ‘Benevolent Leadership’ in Pre- and Post-Genocide Rwanda. Journal 

of Modern African Studies, 49(3), 429-453. doi:10.1017/S0022278X11000279 

 

Duangkrai, T., &Yusof, A. (2011).Transformational Leadership and Leadership 

Substitutes Variables as Determinants of Coaches' Job Satisfaction in 

Thailand.International Journal Of Sport & Society, 2(1), 29-40. 

 

Dulewicz, V. & Higgs, M. (2002). Emotional Intelligence and the Development of 

Managers and Leaders. In M. Pearn (Eds.), Individual Differences and Development 

in Organizations (pp. 131-152). Chichester: John Wiley and Sons Ltd. 

 

Dulewicz, V., & Higgs, M. (2004). Can Emotional Intelligence be 

Developed?.International Journal of Human Resource Management, 15(1), 95-111. 

 

Dunn, M. W., Dastoor, B., & Sims, R. L. (2012). Transformational Leadership and 

Organizational Commitment: A Cross-Cultural Perspective. Journal Of 

Multidisciplinary Research (1947-2900), 4(1), 45-60. 

 

Performance Management & Delivery Unit (PEMANDU), Prime Minister’s 

Department of Malaysia.(2012). Economic Transformation Programme Annual 

Report [Data file]. Retrieved from:http://etp.pemandu.gov.my/annualreport/upload/ 

Eng_ETP2012_Full.pdf 

 

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990).Perceived Organizational 

Support and Employee Diligence, Commitment, and Innovation.Journal of Applied 

Psychology, 75(1), 51-59. 

 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986).Perceived 

Organizational Support.Journal of Applied Psychology, 71(3), 500-507. 

 

Emerson, R. (1962). Power Dependence Relations.American Sociological Review, 

27(1), 31-41. 

 

Employment Services Industry Profile: United States. (2013). Employment Services 

Industry Profile: United States, 1-35. 

 

Erben, G., & Güneşer, A. (2008). The Relationship Between Paternalistic Leadership 

and Organizational Commitment: Investigating the Role of Climate Regarding Ethics. 

Journal of Business Ethics, 82(4), 955-968. doi:10.1007/s10551-007-9605-z 

 

Fabrigar, L. R., Wegener, D. T., MacCallum, R. C., & Strahan, E. J. (1999). 

Evaluating the Use of Exploratory Factor Analysis in Psychological Research. 

Psychological Methods, 4(3), 272-299. 

 

Falkenburg, K., & Schyns, B. (2007). Work Satisfaction, Organizational 

Commitment and Withdrawal Behaviours. Management Research News, 30(10), 

708-723. 

 



© C
OPYRIG

HT U
PM

233 
 

Farh, J. L., & Cheng, B. S. (2000). A Cultural Analysis of Paternalistic Leadership in 

Chinese Organizations. In J. T.Li, A. S. Tsui, & E. Weldon (Eds.), Management and 

Organizations in the Chinese Context (pp. 85–127).London: Macmillan. 

 

Farh, J. L., Cheng, B. S., Chou, L. F., & Chu, X. P. (2006). Authority and 

Benevolence: Employees’ Responses to Paternalistic Leadership in China. In A. S. 

Tsui, Y. Bian, & L. Cheng (Eds.), China’s Domestic Private Firms: 

Multidisciplinary Perspectives on Management and Performance (pp. 230-260). 

New York: Sharpe. 

 

Farh, J. L., Liang, J., Chou, L. F., & Cheng, B. S. (2008). Paternalistic Leadership in 

Chinese Organizations: Research Progress and Future Research Directions. In C. C. 

Chen, & Y. T. Lee (Eds.), Business Leadership in China: Philosophies, Theories, 

and Practices (pp. 171–205). Cambridge, UK: Cambridge University Press. 

 

Filstad, C. (2011).Organizational Commitment through Organizational Socialization 

Tactics.Journal of Workplace Learning, 23(6), 376 - 390. 

 

Fry, L. W. (2003). Toward a Theory of Spiritual Leadership. The Leadership 

Quarterly, 14(6), 693–727. 

 

Fry, L. W., Vitucci, S., & Cedillo, M. (2005). Spiritual Leadership and 

Transformation: Theory, Measurement, and Stabling a Baseline. The Leadership 

Quarterly, 16(3), 835–862. 

 

Gardner, H. (1983). Frames of Mind: The Theory of Multiple Intelligences. New 

York, NY: Basic Books. 

 

Geh, Z. Y. E. (2010). A Study of the Effects of Mediators between Spirituality at 

Work and Organizational Citizenship Behaviors (Master Dissertation).Retrieved 

from Proquest Dissertation and Theses database. (UMI No. 1483218) 

 

Geng, L., Li, S., & Zhou, W. (2011). The Relationships among Emotional 

Exhaustion, Emotional Intelligence, and Occupational Identity of Social Workers in 

China. Social Behavior & Personality: An International Journal, 39(3), 309-319. 

 

Ghosh, R., Reio Jr., T. G., & Haynes, R. K. (2012). Mentoring and Organizational 

Citizenship Behavior: Estimating the Mediating Effects of Organization-Based Self-

Esteem and Affective Commitment. Human Resource Development Quarterly, 23(1), 

41-63. doi: 10.1002/hrdq.21121 

 

Goh, L. (2012, August 26). Been there, done that. What next? The Star Online. 

Retrieved from: http://thestar.com.my/news/story.asp?sec=nation&file=/2012/8/26/ 

nation/11913605 

 

Goleman, D. (1995). Emotional Intelligence: Why It Can Matter More Than IQ. New 

York: Bantam Books. 

 

Goleman, D. (1998). Working With Emotional Intelligence. New York, NY: Bantam 

Books. 



© C
OPYRIG

HT U
PM

234 
 

Gorsuch, R. L. (1983). Factor Analysis (2nd ed.). Hillsdale, NJ: Erlbaum. 

 

Graen, G., & Cashman, J. F. (1975). A Role-Making Model of Leadership in Formal 

Organizations: A Developmental Approach. In J. G. Hunt & L. L. Larson (Eds.), 

Leadership Frontiers (pp. 143-165). Kent, OH: Kent State University Press. 

 

Graham, J. W. (1989). Organizational Citizenship Behavior. Construct Redefinition, 

Operationalization, and Validation. Unpublished working paper, Loyola University 

of Chicago, Chicago, IL. 

 

Grandey, A. A. (2000). Emotion Regulation in the Workplace: A New Wayto 

Conceptualize Emotional Labor. Journal of Occupational Health Psychology, 5(1), 

95-110. 

 

Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate 

power and greatness. New York, NY: Paulist Press. 

 

Gross, J. J. (1998). Antecedent- and Response-Focused Emotion Regulation: 

Divergent Consequences for Experience, Expression, and Physiology. Journal of 

Personality and Social Psychology, 74 (1), 224–237. 

 

Groves, K. S., McEnrue, M. P., & Shen, W. (2008). Developing and Measuring the 

Emotional Intelligence of Leaders. Journal of Management Development, 27(2), 

225-250. 

 

Hachem, F. (2011). Examination of the Dynamic Relationship Between 

Authoritarianism and Benevolence and BSH and BSW Through a Polychronic Lens 

and From a Fit Perspective: Generating Knowledge From Lebanon. Proceedings Of 

The European Conference On Management, Leadership & Governance, 497-504. 

 

Hafidz, S. W. M., Hoesni, S. M., & Fatimah, O. (2012). The Relationship between 

Organizational Citizenship Behavior and Counterproductive Work Behavior. Asian 

Social Science, 8(9), 32-37. 

 

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1995). Multivariate 

Data Analysis with Readings (4
th

 Ed.). Englewood Cliffs, NJ: Prentice Hall. 

 

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate 

Data Analysis. New Jersey: Prentice Hall, Inc. 

 

Hair, Jr., J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2006). 

Multivariate Data Analysis (6th ed.). Upper Saddle River, NJ: Pearson Prentice Hall. 

 

Hair, J. F., Black, W. C., Babin, B. J., &Anderson, R. E. (2010). Multivariate Data 

Analysis (7
th

 Ed.).Englewood Cliffs, NJ: Prentice Hall. 

 

Hakim, W., Nimran, U., Haerani, S., & Alam, S. (2014). The Antecedents of 

Organizational Citizenship Behavior (OCB) and Their Effect on Performance: Study 

on Public University in Makassar, South Sulawesi, Indonesia. IOSR Journal of 

Business and Management, 16(2), 5–13. 



© C
OPYRIG

HT U
PM

235 
 

Halinski, R. S. & Feldt, L. S. (1970).The Selection of Variables in Multiple 

Regression Analyses. Journal of Educational Measurement, 7(3), 151-158 

 

Hargis, M. B., Watt, J. D., & Piotrowski, C. (2011). Developing Leaders: Examining 

the Role of Transactional and Transformational Leadership Across Contexts 

Business. Organization Development Journal, 29(3), 51-66. 

 

Hartog, D., Van Muijen, J. J., & Koopman, P. L. (1997). Transactional Versus 

Transformational Leadership: An Analysis of the MLQ. Journal of Occupational & 

Organizational Psychology, 70(1), 19-34. 

 

Hatcher, L. (1994). A Step-by-Step Approach to Using the SAS® System for Factor 

Analysis and Structural Equation Modeling. Cary, NC: SAS Institute, Inc. 

 

Hinkin, T. R., Tracey J. B., & Enz, C. A. (1997). Scale Construction: Developing 

Reliable and Valid Measurement Instruments. Journal of Hospitality & Tourism 

Research, 21(1), 100-120. doi: 10.1177/109634809702100108 

 

Hoaglin, D. C., Iglewicz, B., & Tukey, J. W. (1986). Performance of Some Resistant 

Rules for Outlier Labeling.Journal of American Statistical Association, 81, 991-999. 

 

Hoaglin, D. C., & Iglewicz, B. (1987). Fine Tuning Some Resistant Rules for Outlier 

Labeling. Journal of American Statistical Association, 82, 1147-1149. 

 

Holmes-Smith, P., Coote, L., & Cunningham, E. (2006). Structural Equation 

Modeling: From the Fundamental to Advanced Topics. Melbourne: Streams. 

 

Homans, G. C. (1958). Social Behavior as Exchange. American Journal of Sociology, 

63(6), 597-606. 

 

Homans, G. (1961). Social Behaviour.New York, NY: Harcourt, Brace & World. 

 

Hong, Y.,Catano, V. M.,& Liao, H. (2011).Leader Emergence: The Role of 

Emotional Intelligence and Motivation to Lead. Leadership & Organization 

Development Journal, 32(4), 320-343. 

 

House, R. J. (1971). A Path Goal Theory of Leader Effectiveness. Administrative 

Science Quarterly, 16(3), 321-339. 

 

House, R. J. & Mitchell, T. R. (1974). Path-Goal Theory of Leadership. Journal of 

Contemporary Business, 3, 81-97. 

 

House, R. J. (1996). Path-Goal Theory of Leadership: Lessons, Legacy, and A 

Reformulated Theory. Leadership Quarterly, 7(3), 323-352. 

 

Hoyle, R. H., & Kenny, D. A. (1999). Statistical Power and Tests of Mediation.In R. 

H. Hoyle (Ed.), Statistical Strategies for Small Sample Research. Newbury Park: 

Sage. 

 



© C
OPYRIG

HT U
PM

236 
 

Humphrey, A. (2012). Transformational Leadership and Organizational Citizenship 

Behaviors: The Role of Organizational Identification. The Psychologist-Manager 

Journal, 15(4), 247-268. doi:10.1080/10887156.2012.731831 

 

Humphreys, J. H., Weyant, L. E., & Sprague, R. D. (2003). Organizational 

Commitment: The Roles of Emotional and Practical Intellect within the 

Leader/Follower Dyad. Journal of Business & Management, 9(2), 189. 

 

Hwang, K. K. (1987). Face and Favor: The Chinese Power Game. American Journal 

of Sociology, 92, 944-974. 

 

Ingram, H. (1999). Hospitality: A framework for a Millennial Review. International 

Journal of Contemporary Hospitality Management, 11(4), 140-147. 

 

Jaafar, M., Toh, K. I., & Mohd Sukarno, S. Z. (2011). Problems of Small and 

Medium Budget Hotel Operators.World Applied Sciences Journal 12 (Special Issue 

of Tourism & Hospitality), 73-79. 

Jahangir, N., Akbar, M. M., & Haq, M. (2004). Organizational Citizenship Behavior: 

Its Nature and Antecedents. BRAC University Journal, I(2), 75–85. 

Jamaludin, Z., Rahman, N. B., Makhbul, Z., &Idris, F. (2011). Do Transactional, 

Transformational and Spiritual Leadership Styles Distinct? : A Conceptual 

Insight. Journal Of Global Business & Economics, 2(1), 73-85. 

 

Jogulu, U., & Ferkins, L. (2012). Leadership and Culture in Asia: The Case of 

Malaysia. Asia Pacific Business Review, 18(4), 531-549. 

 

Johanson, G. A., & Brooks, G. P. (2010). Initial Scale Development: Sample Size for 

Pilot Studies. Educational and Psychological Measurement, 70(3), 394-400.  

 

Jöreskog, K. G., & Sörbom, D. (1984).LISREL VI User's Guide. Mooresville, IN: 

Scientific Software. 

 

Joyner F. F., & Mann, D. T. Y. (2011).Developing Emotional Intelligence in MBA 

Students: A Case Study of One Program's Success. American Journal of Business 

Education, 4(10), 59-72. 

 

Judge, T. A., & Bono, J. E. (2000). Five-Factor Model of Personality and 

Transformational Leadership. Journal Of Applied Psychology, 85(5), 751-765. 

doi:10.1037/0021-9010.85.5.751 

 

Kanungo, R. N., & Mendonca, M. (1996). Ethical Dimensions of Leadership. 

Thousand Oaks, CA: Sage. 

 

Karakas, F. (2009). Benevolent Leadership(Doctoral Dissertation). Retrieved from 

Proquest Dissertation and Theses database.(Proquest Document ID: 807674156). 

 



© C
OPYRIG

HT U
PM

237 
 

Karakas, F., & Sarigollu, E. (2012). Benevolent Leadership: Conceptualization and 

Construct Development. Journal Of Business Ethics, 108(4), 537-553. 

doi:10.1007/s10551-011-1109-1 

 

Karakas, F., & Sarigollu, E. (2013). The Role of Leadership in Creating Virtuous and 

Compassionate Organizations: Narratives of Benevolent Leadershipin an Anatolian 

Tiger. Journal of Business Ethics, 113(4), 663-678. doi:10.1007/s10551-013-1691-5  

 

Karakas, F., Sarigollu, E., & Manisaligil, A. (2013). The Use of Benevolent 

Leadership Development to Advance Principles of Responsible Management 

Education. Journal of Management Development, 32(8), 801-822. doi:0.1108/JMD- 

08-2011-0102.R1 

 

Kassim, A. (2014). Recent Trends in Transnational Population Inflows into Malaysia: 

Policy, Issues and Challenges. Malaysian Journal of Economic Studies, 51(1), 9-28. 

 

Kato, T. (2012). Development of the Coping Flexibility Scale: Evidence for the 

Coping Flexibility Hypothesis. Journal of Counseling Psychology, 59(2), 262-

273.doi:10.1037/a0027770 

 

Kelly Services (2012a). The Leadership Disconnect. Retrieved from: 

http://www.kellyocg.com/uploadedFiles/Content/Knowledge/ 

Kelly_Global_Workforce_Index_Content/The%20Leadership%20Disconnect.pdf 

 

Kelly Services (2012b). Only 38% of Employees Satisfied with Management’s 

Leadership, according to Kelly Services. Retrieved from: http://www.kellyservices. 

com.my/templates/pages/2ColumnRightWeighted.aspx?id=2147494551 

 

Kelly Services (2013). Company Overview.Retrieved from:http://www.kellyocg. 

com/Kelly_Global_Workforce_Index/ 

 

Kent, A., & Chelladurai, P. (2001). Perceived Transformational Leadership, 

Organizational Commitment, and Citizenship Behavior: A Case Study in 

Intercollegiate Athletics. Journal of Sport Management, 15(2), 135. 

 

Kerr, R., Garvin, J., Heaton, N.,& Boyle, E. (2006) Emotional Intelligence and 

Leadership Effectiveness. Leadership & Organization Development Journal, 27(4), 

265 - 279. 

 

Khalili, A. (2011). Examining the Relevance of Emotional Intelligence and 

Organizational Commitment among Employees of Small and Medium Enterprise in 

Private Sector.International Journal of Business & Management, 6(12), 180-194. 

doi:10.5539/ijbm.v6n12p180 

 

Khan, S. K., & Rashid, M. Z. A. (2012). The Mediating Effect of Organizational 

Commitment in the Organizational Culture, Leadership and Organizational Justice 

Relationship with Organizational CitizenshipBehavior: A Study of Academicians in 

Private Higher Learning Institutions inMalaysia. International Journal of Business 

and Social Science,3(8), 83-91. 

 



© C
OPYRIG

HT U
PM

238 
 

Khanifar, H., Maleki, H., Nazari, K., & Emami, M. (2012).The Study of the Relation 

between Emotional Intelligence and Burnout of Staff (case study of staff at State 

Universities in Ghom). Interdisciplinary Journal of Contemporary Research In 

Business, 3(9), 564-582. 

 

Khuntia, R., & Suar, D. (2004). A Scale to Assess Ethical Leadership of Indian 

Private and Public Sector Managers. Journal of Business Ethics, 49(1), 13-26. 

 

Kim, S., Magnusen, M., Andrew, D., & Stoll, J. (2012). Are Transformational 

Leaders a Double-Edged Sword? Impact of Transformational Leadership on Sport 

Employee Commitment and Job Satisfaction.International Journal of Sports Science 

& Coaching, 7(4), 661-676. 

 

Kline, P. (1979). Psychometrics and Psychology. London: Academic Press. 

 

Ko, J. W., J. L., Price, & Mueller C. W. (1997). Assessment of Meyer and Allen’s 

Three-Component Model of Organizational Commitment in South Korea. Journal of 

Applied Psychology, 82(6), 961–973. 

 

Kobe, L. M., Reiter-Palmon, R., & Rickers, J. D. (2001). Self-Reported Leadership 

Experiences in Relation to Inventoried Social and Emotional Intelligence. Current 

Psychology: Developmental • Learning • Personality • Social, 20(2), 154-163. 

 

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research 

Activities. Educational and Psychological Measurement, 30, 607-610. 

 

Lee, K., Allen, N. J., Meyer, J. P., & Rhee, K. (2001). The Three-Component Model 

of Organisational Commitment: An Application to South Korea. Applied Psychology: 

An International Review, 50(4), 596-614. 

 

Lee, J. W. C., Mohamad, O., & Ramayah, T. (2010). Outsourcing: Is the Social 

Exchange Theory Still Relevantin Developing Countries? Journal of Research in 

Interactive Marketing, 4(4), 316-345. doi: 10.1108/17505931011092826 

 

Lindebaum, D., & Cartwright, S. (2011). Leadership Effectiveness: The Costs and 

Benefits of Being Emotionally Intelligent. Leadership & Organization Development 

Journal, 32(3), 281-290. 

 

Lindquist, K. A., Siegel, E. H., Quigley, K. S., & Barrett, L. (2013). The Hundred-

Year Emotion War: Are Emotions Natural Kinds or Psychological Constructions? 

Comment on Lench, Flores, and Bench (2011). Psychological Bulletin, 139(1), 255-

263. doi:10.1037/a0029038 

 

Liu, Y. (2009). Perceived Organizational Support and Expatriate Organizational 

Citizenship Behavior: The Mediating Role of Affective Commitment towards the 

Parent Company. Personnel Review, 38(3), 307-319. doi: 10.1108/00483480910 

943359 

 

MacCallum, R. C., Widaman, K. F., Zhang, S., & Hong S. (1999). Sample Size in 

Factor Analysis. Psychological Methods, 4, 84-99. 



© C
OPYRIG

HT U
PM

239 
 

MacKenzie, S. B., Podsakoff, P. M., & Ahearne, M. (1998).Some Possible 

Antecedents and Consequences of In-Role and Extra-Role Salesperson Performance. 

Journal of Marketing, 62(3), 87-98. 

 

Măgdoiu, L., Rada, I., Păcălă, A., & Abrudan Caciora, S. (2010). The Activity of 

Human Resources Departments and Its Importance in Situations of Crisis. Journal of 

Electrical & Electronics Engineering, 3(2), 127-130. 

 

Mario, B. D. (2013, September 19). Kelly Services: A Pioneer in Workforce 

Solutions. Caribbean Business, 41(36), pp.S22. 

 

Marsh, H. W., & Hocevar, D. (1985). Application of Confirmatory Factor Analysis 

to the Study of Self-Concept: First- and Higher Order Factor Models and Their 

Invariance Across Groups. Psychological Bulletin, 97, 562–582. 

 

Martinez, P. G. (2003). Paternalism as a Positive Form of Leader Subordinate 

Exchange: Evidence from Mexico. Journal of Iberoamerican Academy of 

Management, 1, 227–242. 

 

Martinez, P. G. (2005). Paternalism as a Positive Form of Leadership in the Latin 

American Context: Leader Benevolence, Decision-Making Control and Human 

Resource Management Practices. In M. Elvira and A. Davila (Eds.),Managing 

Human Resource in Latin America: An Agenda for International Leaders, (pp. 75–

93). Oxford: Routledge Publishers. 

 

Maslach, C., & Jackson, S. E. (1984). Burnout in Organizational Settings. In S. 

Oskamp (Eds.), AppliedSocial Psychology Annual: Applications in Organizational 

Settings (pp. 133-153). Beverly Hills, CA:Sage. 

 

Mathieu, J. E., & Taylor, S. R. (2006). Clarifying Conditions and Decision Points 

forMediationalType Inferences inOrganizational Behavior. Journal of 

Organizational Behavior, 27, 1031-1056. 

 

Mayer, J. D., Salovey, P., & Caruso, D. (2000). Emotional Intelligence as Zeitgeist, 

as Personality, and as a Mental Ability. In R. Bar-On and J. D. A. Parker 

(Eds.),TheHandbook of Emotional Intelligence (pp. 92-117). San Francisco, CA: 

Jossey-Bass. 

 

Mayer, J. D., Salovey, P., & Caruso, D. (2002). The Mayer–Salovey–Caruso 

Emotional Intelligence Test (MSCEIT), Version 2.0. Toronto, Ontario, Canada: 

Multi-Health Systems. 

 

McEnrue, M. P., Groves, K. S.,& Shen, W. (2009). Emotional Intelligence 

Development: Leveraging Individual Characteristics. Journal of Management 

Development, 28(2), 150 - 174. 

 

Meyer, J. P., & Allen, N. J. (1988). Links BetweenWork Experiences and 

Organizational Commitment during the First Year of Employment: A Longitudinal 

Analysis. Journal of Occupational Psychology, 61(3), 195-209. 

 



© C
OPYRIG

HT U
PM

240 
 

Meyer, J. P., & Allen, N. J. (1991).A Three-Component Conceptualization of 

Organizational Commitment. Human Resource Management Review, 1(1), 61-89. 

 

Meyer, J. P., Allen, N. J., & Gellatly, I. R. (1990). Affective and Continuance 

Commitment to the Organization: Evaluation of Measures and Analysis of 

Concurrent and Time-Lagged Relations. Journal of Applied Psychology, 75(6), 710-

720. doi:10.1037/0021-9010.75.6.710 

 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to Organizations and 

Occupations: Extension and Test of a Three-Component Conceptualization. Journal 

of Applied Psychology, 78(4), 538-551.  

 

Meyer, J. P., Allen, N. J., & Topolnytsky, L. (1998a). Commitment in a Changing 

World of Work.Canadian Psychology/PsychologieCanadienne, 39(1-2), 83-93. 

doi:10.1037/h0086797 

 

Meyer, J. P., Irving, P., & Allen, N. J. (1998b). Examination of the Combined Effects 

of Work Values and Early Work Experiences on Organizational. Journal of 

Organizational Behavior, 19(1), 29. 

 

Miller, D. E., & Kunce, J. T. (1973). Prediction and Statistical Overkill Revisited. 

Measurement and Evaluation in Guidance, 6(3), 157-163. 

 

Ministry of Tourism and Culture Malaysia (MOTAC). (2013a, October). Malaysia’s 

January-June 2013 – Tourist Arrivals Show Positive Growth of 7.9%. Buletin 

1Motac, pg 1. Retrieved 

from:http://www.motac.gov.my/en/download/viewcategory/69-isu-jul-sept-

2013.html 

 

Ministry of Tourism and Culture Malaysia (MOTAC). (2013b). Hotel Rating. 

Retrieved from: http://www.motac.gov.my/en/download/finish/27-statistik-

pelesenan/135-hotel-rating.html 

 

Ministry of Tourism and Culture Malaysia (MOTAC). (2013c). Rated Tourist 

Accommodation Premises. Retrieved from: 

http://www.motac.gov.my/en/check/registered-hotel.html 

 

Modassir, A., & Singh, T. (2008).Relationship of Emotional Intelligence with 

Transformational Leadership and Organizational Citizenship Behavior.International 

Journal of Leadership Studies, 4(1), 3-21. 

 

Moon, T. W., & Hur, W. N. (2011).Emotional Intelligence, Emotional Exhaustion, 

and Job Performance.Social Behavior and Personality, 39(8), 1087-1096. 

 

Moore, K. R., & Cunningham, W. A. (1999). Social Exchange Behavior in Logistics 

Relationships: AShipper Perspective.International Journal of Physical Distribution 

& Logistics Management, 29(2), 103-121. 

 



© C
OPYRIG

HT U
PM

241 
 

Moorman, R. H., & Blakely, G. L. (1995).Individualism-Collectivism as an 

Individual Difference Predictor of Organizational Citizenship Behavior.Journal of 

Organizational Behavior, 16(2), 127-142. 

 

Mousavi, S. H., Yarmohammadi, S., Nosrat, A. B., & Tarasi, Z. (2012). The 

Relationship Between Emotional Intelligence and Job Satisfaction of Physical 

Education Teachers. Annals of Biological Research, 3(1), 736-745. 

 

Mowday, R. T. (1998). Reflections on the Study and Relevance of Organisational 

Commitment. Human Resources Management Review, 8(4), 387-401. 

 

Mowday, R. T., Steers, R. M., & Porter, L.W. (1979). The Measurement of 

Organizational Commitment.Journal of Vocational Behavior, 14(2), 224–247. 

 

Moyle, B., Croy, G., & Weiler, B. (2010). Tourism Interaction on Islands: The 

Community and Visitor Social Exchange. International Journal of Culture, Tourism 

and Hospitality Research. 4(2), 96-107. doi: 10.1108/17506181011045172 

 

Namasivayam, K. & Zhao, X.. (2007). AnInvestigation of the Moderating Effects of 

Organizational Commitment on the Relationship between Work-Family Conflict and 

Job Satisfaction among Hospitality Employees in India. Tourism Management, 

28(5),1212–1223. 

 

Nankervis, A., Compton, R. & Baird, M. (2008). Human Resource Management: 

Strategies and Processes (6th ed.).Sydney, NSW: Thomson. 

 

Neal, R. M., & Hinton, G. E. (1998). A View of the EM Algorithm that Justifies 

Incremental, Sparse, and Other Variants.In M. I. Jordan (Ed.) Learning in Graphical 

Models(pp. 355-368). Dordrecht: Kluwer Academic Publishers. 

 

Neubert, M. J., Wu, C., & Roberts, J. A. (2013).The Influence of Ethical Leadership 

and Regulatory Focus on Employee Outcomes.Business Ethics Quarterly, 23(2), 

269-296. doi:10.5840/beq201323217 

 

Nikolaou, I., & Tsaousis, I. (2002).Emotional Intelligencein the Workplace: 

Exploring its Effects on Occupational Stress and Organizational Commitment. 

International Journal of Organizational Analysis (1993 - 2002), 10(4), 327. 

 

Niu, C. P., Wang, A. C., & Cheng, B. S. (2009). Effectiveness of a Moral and 

Benevolent Leader: Probing the Interactions of the Dimensions of Paternalistic 

Leadership. Asian Journal of Social Psychology, 12(1), 32-39. doi:10.1111/j.1467-

839X.2008.01267.x 

 

Ogbonna, E., & Harris, L. C. (2000). Leadership Style, Organizational Culture and 

Performance: Empirical Evidence From UK Companies. International Journal Of 

Human Resource Management, 11(4), 766-788. doi:10.1080/09585190050075114 

 

Okumus, F (2002). Can Hospitality Researchers Contribute to the Strategic 

Management Literature?International Journal of Hospitality Management, 21, 105-

110. 



© C
OPYRIG

HT U
PM

242 
 

Organ, D. W. (1988). Organizational Citizenship Behavior - The Good Soldier 

Syndrome: (1st ed.). Lexington, MA/Toronto: D.C. Heath and Company. 

 

Organ, D. W. (1990). The Motivational Basis of Organizational Citizenship Behavior. 

In B. M. Staw& L. L. Cummings (Eds.), Research in Organizational Behavior (pp. 

43-72). Greenwich, CT: JAI Press. 

 

Organ, D. W., & Ryan, K. (1995). A Meta-analytic Review of Attitudinaland 

Dispositional Predictors of Organizational Citizenship Behavior. Personnel 

Psychology, 48(4), 775-802. 

 

Othman, J., Abdullahi Mohammed, K., & Lawrence D'Silva, J. (2013). Does A 

Transformational and Transactional Leadership Style Predict Organizational 

Commitment among Public University Lecturers in Nigeria?.Asian Social Science, 

9(1), 165-170. doi:10.5539/ass.v9n1p165 

 

Palmer, B., & Donaldson, C. (2002). Emotional Intelligence and Life Satisfaction. 

Personal and Individual Differences, 33(7), 1091-1100. 

 

Parker, J. A., Keefer, K. V., & Wood, L. M. (2011). Toward a Brief 

Multidimensional Assessment of Emotional Intelligence: Psychometric Properties of 

the Emotional Quotient Inventory-Short Form. Psychological Assessment, 23(3), 

762-777. 

 

Pellegrini, E. K., & Scandura, T. A. (2008) Paternalistic Leadership: A Review and 

Agenda for Future Research. Journal of Management, 34(3), 566-593. 

Peterson, D. K., & Xing, Y. (2007). Correlates and Predictors to Organizational 

Commitment in China.Journal of Asia Business Studies, 1(2), 27 - 36. 

 

Petrides, K. V. (2010). Trait Emotional Intelligence Theory. Industrial and 

Organizational Psychology, 3, 136-139. 

 

Podsakoff, P. M. & MacKenzie S. B. (1997). Impact of Organizational Citizenship 

Behavior on Organizational Performance: A Review and Suggestion for Future 

Research. Human Performance, 10(2), 133-151. 

 

Podsakoff, P.M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). 

Organizational Citizenship Behaviors: A Critical Review of the Theoretical and 

Empirical Literature and Suggestions for Future Research. Journal of Management, 

26(3), 513-563. 

 

Polychroniou, P. V. (2009). Relationship BetweenEmotional Intelligence and 

Transformational Leadership of Supervisors: The Impact on Team 

Effectiveness.Team Performance Management, 15(7/8), 343 - 356. 

 

Rangriz, H., & Mehrabi, J. (2010).The Relationship between Emotional Intelligence, 

Organisational Commitment and Employees' Performance in Iran.International 

Journal Of Business & Management, 5(8), 50-56. 



© C
OPYRIG

HT U
PM

243 
 

Prentice, C., & King, B. E. M. (2012). Emotional Intelligence in a Hierarchical 

Relationship: Evidence for Frontline Service Personnel. Services Marketing 

Quarterly, 33(1), 34–48. doi:10.1080/15332969.2012.633426 

Rehman, S. U., Shareef, A., Mahmood, A., & Ishaque, A. (2012). Perceived 

Leadership Styles and Organizational Commitment.Interdisciplinary Journal of 

Contemporary Research in Business, 4(1), 616-626. 

 

Riketta, M., & Landerer, A. (2002). Organizational Commitment, Accountability, 

and Work Behavior: A Correlational Study. Social Behavior & Personality: An 

International Journal, 30(7), 653. 

 

Rockstuhl, T., Dulebohn, J. H., Ang, S., & Shore, L. M. (2012). Leader–member 

exchange (LMX) and culture: A Meta-Analysis of Correlates of LMX Across 23 

Countries. Journal Of Applied Psychology, 97(6), 1097-1130. doi:10.1037/a0029978 

 

Rorer, L. G. (1965).The Great Response-Style Myth. Psychol Bull, 63, 129–156. 

 

Rowden, R. W. (2000). The Relationship between Charismatic Leadership Behaviors 

and Organizational Commitment", Leadership & Organization Development Journal, 

21(1), 30 - 35. 

 

Saad, S., Yahya, K., & Pangil, F. (2012). Integrated Business Strategy and its 

Constructs: Pilot Study at Hotels in Malaysia. Journal of Global Management, 3(1), 

34-42. 

 

Sadeghi, A., & Pihie, Z. (2012).Transformational Leadership and Its Predictive 

Effects on Leadership Effectiveness. International Journal of Business & Social 

Science, 3(7), 186-197. 

 

Sahafi, E., Danaee, H., Sarlak, M., & Haghollah, F. (2012).The Impact of 

Sympathetic Components of Emotional Intelligence on Citizenship Behavior of 

Physicians. Journal of Family & Reproductive Health, 6(1), 5-9. 

 

Salman, A., & Hasim, M. (2012). Factors and Competitiveness of Malaysia as a 

Tourist Destination: A Study of Outbound Middle East Tourists. Asian Social 

Science, 8(12), 48-54. doi:10.5539/ass.v8n12p48 

 

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition, 

and Personality, 9(3), 185-211. 

 

Salovey, P., Mayer, J. D., Goldman, S. L., Turvey, C., & Palfai, T. P.(1995). 

Emotional Attention, Clarity, and Repair: Exploring Emotional Intelligence using the 

Trait Meta-Mood Scale. In J. W. Pennebaker (Ed.), Emotion, disclosure, and health 

(pp. 125–154). Washington, DC: AmericanPsychological Association. 

 

Salovey, P., Stroud, L. R., Woolery A., & Epel, E. S. (2002). Perceived Emotional 

Intelligence, Stress Reactivity, and Symptom Reports: Further Explorations using the 

Trait Meta-Mood Scale. Psychology and Health,17(5), 611-627. 

 



© C
OPYRIG

HT U
PM

244 
 

Savaneviciene, A., & Stankeviciute, Z. (2011). Human Resource Management 

Practices Linkage with Organizational Commitment and Job Satisfaction. Economics 

& Management, 16, 921-928. 

 

Schäffner, C.,& Adab, B.(2000). Developing Translation Competence. Amsterdam 

and Philadelphia: John Benjamins. 

 

Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. 

J., & Dornheim L. (1998). Development and Validation of a Measure of Emotional 

Intelligence.Personal and Individual Differences, 25, 166-167. 

 

Schyns, B., Kiefer, T., Kerschreiter, R., & Tymon, A. (2011). Teaching Implicit 

Leadership Theories to Develop Leaders and Leadership: How and Why It Can 

Make a Difference. Academy Of Management Learning & Education, 10(3), 397-408. 

 

Sekaran, U. (2000). Research Methods for Business: A Skill Building Approach. New 

York, NY: John Wiley & Sons, Inc. 

 

Seidman, W., & McCauley, M. (2011). Transformational Leadership in a 

Transactional World. OD Practitioner, 43(2), 46-51. 

 

Shahnawaz, M. G., & Jafri, M. H. (2009). Job Attitudes as Predictor of Employee 

Turnover among Stayers and Leavers/Hoppers. Journal of Management Research, 

9(3), 159-166. 

 

Shanker, M. (2012). Organizational Citizenship Behavior: Leveraging Effects on 

Transformational Leaders' Emotional Intelligence. Aweshkar Research Journal, 

13(1), 63-69. 

 

Shaw, G. & Williams, A.(1990). Tourism, Economic Development and the Role of 

Entrepreneurial Activity. Progress in Tourism, Recreation and Hospitality 

Management Recreation and Hospitality Manage, 2, 67-81. 

 

Sonderen, E. V., Sanderman, R., & Coyne, J. C. (2013). Ineffectiveness of Reverse 

Wording of Questionnaire Items: Let’s Learn from Cows in the Rain. PLoS ONE, 

8(7), e68967. doi:10.1371/journal.pone.0068967 

 

Stein, S. J., Papadogiannis, P., Yip, J. A.,& Sitarenios, G. (2009). Emotional 

Intelligence of Leaders: AProfile of Top Executives. Leadership & Organization 

Development Journal, 30(1), 87-101. 

 

Suliman, A. M. T. (2001). Is It Really a Mediating Construct? The Mediating Role of 

Organisational Commitment in Work Climate-Performance Relationship. Journal of 

Management Development, 21(3), 170-183. 

 

Survey Offers Insights into What Keeps Employees Engaged in the Workplace. 

(2012, October 1). The Star Online. Retrieved from: http://thestar.com.my/metro/ 

story.asp?file=/2012/10/1/north/12106368&sec=north 

 



© C
OPYRIG

HT U
PM

245 
 

Sušanj, Z., & Jakopec, A. (2012).Fairness Perceptions and Job Satisfaction as 

Mediators of the Relationship between Leadership Style and Organizational 

Commitment.Psychological Topics, 21(3), 509-526. 

 

Tatlah, I. A., Ali, Z., & Saeed, M. (2011). Leadership Behavior and Organizational 

Commitment: An Empirical Study of Educational Professionals. International 

Journal of Academic Research, 3(2), 1293-1298. 

 

Teijlingen, E. R. V., Rennie, A. M., Hundley, V., & Graham, W. (2001). The 

Importance of Conducting and Reporting Pilot Studies: The Example of the Scottish 

Births Survey. Journal of Advanced Nursing, 34(3), 289–95.Retrieved from 

http://www.ncbi.nlm.nih.gov/pubmed/11328433 

 

Thorndike, E. L. (1920). Intelligence and Its Uses.Harper’s Magazine, 140, 227–235. 

 

Tischler, L., Biberman, J., & McKeage, R. (2002). Linking Emotional Intelligence, 

Spirituality and Workplace Performance: Definitions, Models and Ideas for Research. 

Journal of Managerial Psychology, 17(3), 203 - 218. 

 

Tourism Industry to Help Push Malaysia Forward. (2012, April 22). AsiaOne News. 

Retrieved from: http://www.asiaone.com/News/AsiaOne%2BNews/Malaysia/Story/ 

A1Story20120422-341231.html 

 

Tourism Malaysia.(2005). Tourism Malaysia Annual Report[Data file]. Retrieved 

from:http://corporate.tourism.gov.my/images/Annual%20Report/Annual_Report_ 

2005.pdf 
 

Tourism Malaysia Set to Soar Higher. (2012, December 30). The Star 

Online.Retrieved from: http://thestar.com.my/news/story.asp?file=/2012/12/30 

/nation/12509335&sec=nation 

 

Tower Watson.(2013a).Our History.Retrieved from:http://www.towerswatson. 

com/en-MY/about-us/history 

 

Tower Watson.(2013b). Solutions – Global Data Services. Retrieved from: 

http://www.towerswatson.com/en/Services/our-solutions/global-data-services 

Tukey, J. W. (1977). Exploratory Data Analysis. Reading, MA: Addison-Wesley. 

 

Tupes, E. C., & Christal, R. E. (1961). Recurrent Personality Factors Based on Trait 

Ratings (Tech. Rep. ASD-TR-61-97). Lackland Air Force Base, TX: U. S. Air Force. 

 

Uhl-Bien, M., Tierney, P. S., Graen, G. B.& Wakayabashi, M. (1990). Company 

Paternalism and the Hidden Investment Process: Identification of the ‘Right Type’ 

for Line Managers in Leading Japanese Organizations. Group and Organization 

Management, 15(4),414–430. 

 

VanYperen, N. W., & van den Berg, A. E. (1999). Towards a Better Understanding 

of the Llink between Participation in Decision-Making and Organizational 

Citizenship Behaviour: A Multilevel Analysis. Journal of Occupational & 

Organizational Psychology, 72(3), 377-392. 



© C
OPYRIG

HT U
PM

246 
 

Wang, A., & Cheng, B. (2010). When Does Benevolent Leadership Lead to 

Creativity? The Moderating Role of Creative Role Identity and Job 

Autonomy.Journal of Organizational Behavior, 31(1), 106-121.  

 

Wang, Y.S., & Hong, J.C. (2009, December 5). A Study of Chinese Teachers' 

Cognitive Practice of the Confucian Analects in Three Asian Countries.Presented at 

Philosophy of Education Society of Australasia, Honolulu, Hawaii. 

 

Wechsler, D. (1939). The Measurement of Adult Intelligence. Baltimore, MD: 

Williams &Witkins. 

 

Weese, W. (1996). Do Leadership and Organizational Culture Really Matter?. 

Journal of Sport Management, 10(2), 197-206. 

 

Weijters, B., Baumgartner, H., & Schillewaert, N. (2013). Reversed Item Bias: 

An Integrative Model.Psychological Methods, 18(3), 320-334. 

doi:10.1037/a0032121. 

 

Williamson, I. O., Burnett, M. F., & Bartol, K. M. (2009). The Interactive Effect of 

Collectivism and Organizational Rewards on Affective Organizational Commitment. 

Cross Cultural Management: AnInternational Journal, 16(1),28 - 43. 

 

Wong, C. S., & Law, K., S. (2002). The Effects of Leader and Follower Emotional 

Intelligence on Performance Attitude: An Exploratory Study. The Leadership 

Quarterly, 13(3), 243–274. doi:10.1016/S1048-9843(02)00099-1 

Wong, N., Rindfleisch, A., & Burroughs, J. E. (2003). Do Reverse-Worded Items 

Confound Measures in Cross-Cultural Consumer Research? The Case of the Material 

Values Scale.Journal of Consumer Research, 30, 72-91. 

World Tourism Organization (UNWTO). (1995). Collection of Tourism Expenditure 

Statistics. Retrieved from: http://pub.unwto.org/WebRoot/Store/Shops/Infoshop/ 

Products/1034/1034-1.pdf 

 

World Trade Organization. (2011). Developing Countries.In Understanding the WTO 

(Chapter 6). Retrieved from: http://www.wto.org/english/thewto_e/whatis_e/ 

tif_e/utw_chap6_e.pdf 

 

Wu, T., Hu, C., & Jiang, D. (2012). Is Subordinate’s Loyalty a Precondition of 

Supervisor’s Benevolent Leadership? The Moderating Effects of Supervisor’s 

Altruistic Personality and Perceived Organizational Support. Asian Journal of Social 

Psychology, 15(3), 144-155. doi: 10.1111/j.1467-839X.2012.01376.x 

 

Yaghoubi, E., Mashinchi, S., & Hadi, A. (2011).An Analysis of Correlation between 

Organizational Citizenship Behavior (OCB) and Emotional Intelligence (EI). Modern 

Applied Science, 5(2), 119-123. doi:10.5539/mas.v5n2p119 

 

Yang, M. (2012). Transformational Leadership and Taiwanese Public Relations 

Practitioners' Job Satisfaction and Organizational Commitment. Social Behaviour 

and Personality, 40(1), 31-46. 



© C
OPYRIG

HT U
PM

247 
 

Yunus, N. J., & Anuar, S. (2012). Trust as Moderating Effect between Emotional 

Intelligence and Transformational Leadership Styles. Interdisciplinary Journal of 

Contemporary Research In Business, 3(10), 650-663. 

 

Yunus, N., Ishak, N. A., Mustapha, M., & Othman, A. K. (2010). Displaying 

Employees’ Organisational Citizenship Behaviour at the Workplace: The Impact of 

Superior's Emotional Intelligence and Moderating Impact of Leader - Member 

Exchange.The Journal of Business Perspective, 14(1-2), 13.23.doi: 

10.1177/097226291001400102 

 

Zellars, K. L., & Tepper, B. J. (2003). Beyond Social Exchange: New Directions for 

Organizational Citizenship Behavior Theory and Research. Research in Personnel 

and Human Resources Management, 22, 395-424. 

 

Zhu, W., Sosik, J. J., Riggio, R. E., & Baiyin, Y. (2012). Relationships between 

Transformational and Active Transactional Leadership and Followers' 

Organizational Identification: The Role of Psychological Empowerment. Journal Of 

Behavioral & Applied Management, 13(3), 186-212. 

 

Zikmund, W. G. (2003). Business Research Methods (7th ed.).  Mason, OH: 

Thomson.  



© C
OPYRIG

HT U
PM

292 
 

BIODATA OF STUDENT 

 

The author was born on 28
th

 August, 1986 in Batu Pahat, Johor, Malaysia. She is the 

eldest child of Tan Cheng Hwee and Yeo Siok Hong. She has done her secondary 

education at SMK Jalan Kolam Air, Batu Pahat. She continued her pre-university 

studies at SMK Dato’ Bentara Luar, Batu Pahat, and sat for STPM (Malaysian 

Higher School Certificate) examination. The author was then pursuing her tertiary 

education at Multimedia University, Cyberjaya. Upon the completion of her studies, 

she obtained a Bachelor’s Degree in Management with Multimedia.  

 

After the graduation in year 2009, the author has participated in a student exchange 

programme to work in Pittsburgh, United States. Subsequent to the programme, she 

was working with IBM Malaysia Sdn. Bhd as Learning Delivery Administrator in 

Human Resource Integrated Services Team. A year later, the author’s passion in 

academic profession was cultivated and she enrolled herself for the degree of Master 

of Science, majoring in Human Resource Management at Putra Business School, 

Universiti Putra Malaysia.  


	RELATIONSHIP BETWEEN EMOTIONALINTELLIGENCE AND BENEVOLENTLEADERSHIP AND ITS EFFECT TOWARDSORGANISATIONAL CITIZENSHIPBEHAVIOURS MEDIATED BYORGANISATIONAL COMMITMENT
	Abstract
	TABLE OF CONTENTS
	CHAPTER 1: INTRODUCTION
	REFERENCES



