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ABSTRACT

This study investigates the process of competence acquisition of women
managers in Malaysia. Even though women form a huge pool of talent at the
workplace, they are underrepresented at the upper management levels. Therefore, it
is critical to understand how women in management acquire competence at work
since the lack of understanding of acquisition process hinders women managers’
competency development. The research employed qualitative multiple-case studies
using grounded theory approach against the backdrop of feminist principles. Data
were gathered using semi-structured in-depth interviews by incorporating critical
incidents and behavioural events techniques, followed by written exercises at the end
of the interviews. Fifteen women managers from three work sectors namely, the
public sector, private sector and government-linked companies were interviewed.
Subsequently the data were analysed using grounded theory approach to identify the
broad themes. A key finding is that women managers acquire competence using
various informal learning strategies and the process of competence acquisition is
affected by individual differences, local social context, organisational culture, work-
life balance, coping strategies as well as leadership and management styles. The
differences and variations in the individual understanding of competence were also
discovered. Competence is understood as the dynamic and contextually-bounded
holistic capabilities comprising versatile knowledge, management of extraordinaire
skills and positive behavioural traits which enable a person to deliver effective
performance. Theoretically, the research contributes towards the development of
two models of competence acquisition. Practically, the research highlights the
competence content of successful women managers that further provides insight into
how competence is acquired at the workplace. These are imperative to improve the
performance of a woman manager. Methodologically, the research illustrates the
effective combination of grounded theory and feminist underlying principles within
the context of multiple-case studies of women managers from different work sectors.
Recommendations for future research are identified namely, to conduct comparative
studies of women managers’ competence acquisition process of different nations and
investigate the contextual factors’ influences on competence acquisition using
quantitative approach.
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ABSTRAK

Kajian ini menyelidiki proses pemerolehan kompetensi pengurus-pengurus
wanita di Malaysia. Walaupunwanita membentuk sumber bakat yang besar di
tempat kerja, namun mereka kurang diwakili di peringkat pengurusan atasan. Maka,
adalah kritikal untuk memahami bagaimana wanita dalam pengurusan memperoleh
kompetensi di tempat kerja kerana kurangnya pemahaman tentang proses
pemerolehan akan menyulitkan pembangunan kompetensi para pengurus wanita.
Penyelidikan ini menggunakan kajian pelbagai kes secara kualitatif yang
menggunakan pendekatan teori grounded berlatarbelakangkan prinsip feminis. Data
dikumpul menggunakan kaedah temu bual separa berstruktur mendalam dengan
menerapkan teknik insiden-insiden kritikal dan teknik peristiwa yang melibatkan
tingkah laku, dan diikuti dengan aktiviti menulis pada akhir sesi temu bual. Seramai
lima belas orang pengurus wanita dari tiga sektor kerja, iaitu sektor awam, sektor
swasta dan syarikat berkaitan kerajaan telah ditemu bual. Seterusnya data dianalisa
menggunakan pendekatan teori grounded untuk mengenal pasti tema-tema utama.
Hasil kajian yang utama ialah pengurus-pengurus wanita memperoleh kompetensi
dengan menggunakan pelbagai strategi pembelajaran tidak formal dan proses
pemerolehan kompetensi ini dipengaruhi oleh perbezaan individu, konteks sosial
tempatan, budaya organisasi, keseimbangan kehidupan berkerjaya, strategi
menghadapi persoalan serta gaya kepimpinan dan pengurusan. Perbezaan dan variasi
di dalam pemahaman individu tentang kompetensi juga ditemui. Kompetensi
difahami sebagai suatu kemampuan dinamik dan holistik dalam konteks terikat,
yakni terdiri daripada pengetahuan serba boleh, pengurusan kemabhiran luar biasa dan
sifat tingkah laku positif yang membolehkan seseorang menghasilkan prestasi kerja
yang efektif. Secara teori, penyelidikan ini menyumbang kepada pembinaan dua
model pemerolehan kompetensi. Secara praktikalnya, penyelidikan ini
mengutarakan kandungan kompetensi para pengurus wanita yang berjaya sekaligus
memberikan pemahaman terhadap bagaimana kompetensi dapat diperolehi di tempat
kerja. Pengetahuan ini penting untuk memperbaiki prestasi seorang pengurus wanita.
Dari sudut metodologi pula, kajian ini menunjukkan keberkesanan gabungan teori
grounded dan prinsip feminis di dalam konteks kajian pelbagai kes para pengurus
wanita dari pelbagai sektor kerja. Cadangan penyelidikan untuk masa hadapan
dikenal pasti iaitu membuat kajian perbandingan proses pemerolehan kompetensi
pengurus wanita dari berlainan negara dan menyelidik pengaruh faktor-faktor
konteks terhadap pemerolehan kompetensi menggunakan pendekatan kuantitatif.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Galvanizing highly competent individuals to help fulfill organisatisons’ quest
for success is one of the top priorities of every enterprise. The Hay Group (2003)
likened the importance of competence to performance, to that of DNASs to people as
it points to something exemplary that particular individuals possess. However,
competence is an elusive concept that still warrants for our further understanding
(Boyatzis, 2008). One of the contributing factors to the theoretical shortcoming in
the understanding of the concept is the lack of its conceptualisation from an
individual perspective (Boyatzis, 2009). Consequently, this shortcoming becomes an
impediment to the development of managerial competence necessary for effective
performance (Winterton, 2009). This thesis aimed to explore the process of women
managers’ competence acquisition within Malaysia work sector environments. This
chapter begins with an introduction of the chapter and followed by an overview of
the sections. Next, the background of the problem and the problem statement are
presented. The chapter continues with the discussion on the purpose of the study,
research questions and objectives. A brief discussion on literature review is done,
followed by the discussion on the significance of the research and its scope. The
operational definitions are explained. Chapter one ends with the explanation of the

entire content of the thesis.



1.2 Background of the Research

The concept of competence has been systematically used to determine
effective performance in the field of management ever since the idea was first
expounded by David McClleland in 1973. However, Winterton (2009) argued that
the concept remains elusive to our understanding due to several factors, namely the
different approaches to understanding competence (Boyatzis, 2008, 2009; Winterton,
2009), tensions between formal and informal learning from the perspective of
competence acquisition, conflict between the national and global competence
framework (Gonczi, 2006) and finally, epistemological tensions associated with the
dominant and context-free rationalistic positivist paradigm of inquiry within
competency literature (Sandberg, 2000; Garavan and McGuire, 2001; Garavan et al.,
2012).

The concept of human competence implies that competence is embedded
within the person where its construct and manifestations are contextually-bound
within the individual, organisational and social contexts. Seminal scholars in this
area define competence as sets of behaviors that lead to superior job performance
(see McClleland, 1973; Boyatzis, 1982; Schroeder, 1989; Spencer and Spencer,
1993).  Therefore, competence has been predominantly explained from the
behaviorist approach. Scholars like Goleman (2006) and Boyatzis (2008, 2009)
viewed competence as a behavioural approach to cognitive, emotional and social

intelligence primarily because the concept focused largely on the role of behaviors.

The underlying importance of understanding how managers acquire their
competences hinges upon the fact that managers are one of the most prized assets
within organisations (Sheehan, 2012; Garavan et al., 2012). Amidst the fast
changing business landscape, the pressing need to sustain organisational
competitiveness warrants for a deeper understanding of the concept of competence
and the process of competence acquisition from the perspective of managers.
According to Mintzberg (2004), competent managers are neither born nor graduated
from management schools. Becoming a competent manager involves a gradual

process where an ongoing transformation of identity takes place within work



environment. As such, managers are conceptualised as social learners (Hill, 2004)
and that their learning largely take place within work context via informal learning
(Eraut, 2007; Cheetham and Chivers, 2005; Marsick and Watkins, 1990, 1997;
Marsick et al., 2008; Chivers, 2011).

Competence development of women managers has become a national agenda
in Malaysia as the nation seeks to increase the women’s talent pool to improve
boardroom diversity. Based on the report from International Labor Office (ILO)
Statistical Database on employment by occupation: managers in June 2014, Malaysia
ranked 79 out of 126 countries with 21.5% of women managers. In Malaysia,
according to the Statistics Department in 2014, women make up 53.6 per cent of the
labor force participation rate (LFPR) and the ratio of female to male university
graduates 60:40. In 2011, the Malaysian government announced the 30% women on
board representation requirement by year 2016 for Corporate Malaysia policy. In
2006, NAM (non-aligned movement) Institute for the Empowerment of Women
(NIEW) was established under Malaysia’s Ministry of Women, Family and
Community Development and had been tasked with the training women to become
competent directors. NIEW put in place the Women Directors’ Programme where
qualified participants who passed the online assessment would undergo training for
three modules of technical knowledge and soft skills. The participants attended
mock board meetings and scrutinised hypothetical case studies during the training
sessions. At the end of the session, the participants received report on where they
“did right or wrong” (The Edge Malaysia, 2013, pg. S10). From the outset, the
nature and conduct of the said training closely resembles graduate MBA

programmes.

Leading management scholars such as Mintzberg (2004), Boyatzis (2008,
2009) and Marsick (2009) had questioned the benefits of training managers using
standardized training systems outside real work context due to the underlying
assumption that managers are social learners. Moreover, different industries and
sectors present different work context and culture. In short, one-size-fits-all formal

training program to develop managers’ skill and competence would inevitably create



a typical “honeymoon effect” where improvement following the program is short-
lived (Boyatzis, 2008, 2009).

At the moment, Malaysia lacks the proper actionable framework that can
support government’s boardroom diversity policy (see Omar and Davidson, 2004;
Ismail and Ibrahim, 2008; Nasrudin and Hsia, 2008; Abdullah et al., 2008; Zainal
Abidin et al., 2009). This study was initiated against the growing need to harness the
talent of women managers whose number gets smaller as they move up the
management ladder (World Economic Forum, 2013; World Bank, 2012; The Edge

Malaysia, 2013) with the view to increase gender diversity.

1.3 Problem Statement

There is an unquestionable consensus on the importance and relevance of
competence to the performance of individuals and organisations since David
McClelland (1973) first started the notion of competence as performance
differentiator forty two years ago. Yet, the concept remains elusive as the previous
research could not achieve consensus on the conceptualisation of competence and
competence acquisition (Sandberg, 2000; Garavan and McGuire, 2001; Boyatzis,
2008, 2009; Winterton, 2009; Garavan et al., 2012). Therefore, the exploration of
individual competence and competence acquisition must be done within specific
context by employing the appropriate methodology as well as instrument to elicit

information surrounding the complex process of competence acquisition.

Competence-based research has been predominantly conducted from the
behavioural perspective which largely focuses on the generation of lists of behaviors
associated with effective performance (Garavan and McGuire, 2001). As such, the
exploration of the concept of competence relies on the quantitative method and
scholars attribute heavy positivist leanings as the main reason behind the lack of
success in describing the process of competence acquisition (see Boyatzis, 1982;
Schroeder, 1989; Spencer and Spencer, 1993; Dulewicz and Herbert, 1999).



In addition, competence acquisition is frequently analysed under the informal
learning theories within the domain of management studies. The most closely related
study to competence acquisition is skill acquisition (Dreyfus, 1986, 2008) where skill
and knowledge acquisitions were depicted as series of linear progression from the
level of novice right up to the level of being competent. However, competence
acquisition is far from static and linear. It is a dynamic process resulted from the
interactions of ongoing social processes and collective actions within the
organizational and social settings, including family and society. Several studies
attemped to prove that competence can be developed in adulthood but did not
address the question of how these competencies are actually acquired at the
workplace (Boyatzis, 2008; Boyatzis and Saatcioglu, 2008; Dreyfus, 2008; Leonard,
2008; Wheeler, 2008; Rhee, 2008; Boyatzis and Ratti, 2009; Ryan et al., 2009;
Young and Dulewicz, 2009; Chivers, 2011; Emmerling and Boyatzis, 2012).
Hopkins and Bilimoria (2008) attempted to include gender analysis into their study
by comparing the list of competencies exhibited by male and female managers but
did not investigate the process of competence acquisition by respective gender. The
abovementioned studies bore testimony to the inadequacy of positivist leanings in
addressing some theoretical shortcomings that could illuminate understanding of the
process of competence acquisition (Boyatzis, 2009; Garavan et al., 2012).
Therefore, there is a need to explore competence acquisition using specific approach
like the grounded theory (GT) as it addresses questions about gradual processes that

exist in everyday-world situation.

This research specifically focus on women managers for the following
reasons: firstly, that women make up more than half the workforce in most countries
and gender gap has shrunk significantly (World Bank, 2012); secondly, the proven
track records that women’s participation in senior management level has positive
correlation with better firms’ financial performance (Catalyst 2012); thirdly, the
tendency of women managers to experience barriers in career progression to senior
management positions (O’Neil et al.,, 2008; McGregor, 2010; Broadbridge and
Simpson, 2011); and finally, little is known about how women managers develop
their competences (Hopkins and Bilimoria, 2008; Chen et al., 2012 and Chen and



Doherty, 2013). Since the focus of this study is women managers, the incorporation
of feminist perspective was deemed necessary in order to enhance the inquiry and

understanding on women’s experiences.

In conclusion, the research problem revolves around the challenges in
acquiring and managing competence, which is caused by the ambiguities surrounding
the concept of competence and the process of competence acquisition which resides
in the individual and is contextually-bounded. How do women managers acquire

competence within Malaysian work context?

1.4 Purpose of the Study

The purpose of this study is to gain further understanding on how women
managers acquire competence within the Malaysian work sector environments so
that learning environment and the process of competence acquisition can be better

facilitated and supported.

1.4.1 Research Questions

Based on the problem statement and purpose of the study described in the

previous sections, the following research questions guide this study:

Research question 1: What do women managers understand about the concept of

competence?
Research question 2: How do women managers acquire competence?

Research question 3: What are the issues associated with women managers’

competence acquisition at work?



Research question 4: How can the learning environment be improved so that women

managers can acquire competence at work continuously?

1.4.2 Research Objectives

Based on the research questions outlined in the previous section, five research

objectives are formulated:

Research objective 1: To take forward a deeper understanding of the concept of
competence;

Research objective 2: To investigate issues relating to the process of acquiring
competence by drawing on the experiences of women
managers;

Research objective 3: To describe what is tending to facilitate and impede women
managers’ competence acquisition;

Research objective 4: To suggest improvements that can be made to the current
organisational programs related to competence acquisition;

Research objective 5: To build a model that represents the process of women

managers’ competence acquisition.

15 Literature Review

The literature review of this study which can be found in chapter two has
been arranged into eleven distinct but inter-correlated sections. The first section
provides the overview of the literature review. Sections two until four introduce and
examine the concept of competence, research trends and approaches on competence
and the nature of managerial competence. Section five until six discuss competence
acquisition, managerial learning and the theories surrounding informal learning.

Section seven until eight focus on women managers and the several research



approaches to studying women in management. Here the contextual aspects that play

significant roles in shaping women’s experiences are examined. Section nine

discusses the formulation of the proposed model of women managers’ competence

acquisition. Section ten explores briefly the appropriate epistemological, analytical

and methodological approaches to exploring women’s experiences whereas section

eleven summarises and concludes the literature review.

1.6 Conceptual Framework and Operational Definitions of the Research

The initial conceptual framework for this study relied on the following

assumptions:

1)

2)

3)

4)

Competence is an underlying characteristic of a person. Some
elements are identifiable as they are manifested through the person’s
behaviors but some are deeply rooted and internal to the individual.
The externalization of competence is through decisions made and
actions performed by women managers in particular situations.
Competence acquisition and development is continuous, gradual and
non-linear in nature.

Managers are social learners and therefore, the framework suggests
that competence acquisition is done by way of informal and implicit
learning within work context. Therefore, the study is placed in the
theoretical domain of social learning.

Women lives are influenced by the subtle interdependence of
individual, organisational and societal contexts. Therefore, the
understanding of competence from women managers’ perspective is

contextually-bound.

Further discussion on the conceptual framework can be found in chapter two.

The following are the operational definitions used throughout this research:



1) Competence: The dynamic and contextually-bounded holistic capabilities
comprising of versatile knowledge, management of extraordinaire skills and
positive behavioral traits which enable the person to deliver effective
performance. Competences are the plural form of competence.

2) Competence Acquisition: To come to have as new or added versatile
knowledge, management of extraordinaire skills and positive behavioral traits
by sustained effort mainly via informal learning.

3) Coping strategies: Strategies for managing emotions and embracing positive
attitude in order to better cope with personal and work challenges.

4) Local social context: Contextual conditions influenced by ethnicity, socio-

political condition, religion beliefs and family upbringing.

1.7 Scope of the Research

The scope of competence and competence acquisition in this research is
within the management domain with specific focus on managerial competence from
individual perspective. It does not include organisational competence. The subject
domain is restricted to women managers within Malaysian work context represented
by three main work sector environments in Malaysia, namely, the GLCs
(government-linked companies), the public and private sectors. The unit of analysis
of this research is competence acquisition of women managers within the above

context.

1.8  Significance of the Research

This study contributed to three areas of social science namely, the theory,
practice and methodology. The concept of competence has always been associated
with successful performance of individuals which enable organisational effectiveness
to be achieved. Thus, in relation to the theoretical contribution, this study developed

two models of women managers’ competence acquisition. The models incorporated
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themes related to women managers’ conditions in terms of their individual
differences, informal learning strategies, coping strategies and leadership styles. In
addition, the models also included the contextual conditions affecting women
namely, the local social context, organizational culture and work life balance. The
models are comprehensive as they integrate the dynamic process of competence
acquisition with individual conditions and other contextual factors such as family,

organisational and social contexts.

Practically, this study contributes towards a clearer understanding of the type
of management competencies required within the Malaysian work sector
environments. Having insights into competence and competence acquisition are
imperative in order to provide the much needed understanding on workplace
informal learning so that women managers’ learning can be properly facilitated. In
addition, a better understanding of the concept would lead to better management of
competence development which then would improve the effectiveness of women

managers and eventually increase organisational effectiveness as a whole.

Methodologically, the research contributes towards theory building process
by using grounded theory (GT) approach in multiple-case studies on women in
management and therefore, incorporates feminist principles as the backdrop of the
inquiry well within the interpretative tradition. Feminist principles help to facilitate a
faithful presentation of the participants’ voices. The research used semi-structured
in-depth interviews and written exercises to elicit information from women
managers. The reliability and accuracy of this study was achieved by seeking an
independent review to ensure an accepted level of coding chance agreement using
coefficient Kappa. The Kappa value yielded 92-percent of agreement, signifying
high agreement of coding (refer section 7.3). Within-case and cross-case analysis
with multiple-case studies design were performed to assist in theory building

process.
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1.9 The Structure of the Thesis

This doctoral thesis is organised in eight chapters and it presents the
development of this research which spanned three years. Each chapter is presented
in a linear progression. However, the development of these chapters is far from
linear as the work done in order to complete this thesis requires frequent going back
and forth between the eight chapters. Even though these eight chapters are inter-
related, as much as possible, each chapter is prepared in such a way that it stands on
its own without losing the core essence of the whole thesis. Nevertheless, the best

approach to appreciate this research is to read the thesis in its entirety.

Chapter one introduces the overview of the research problem and areas of
concern beginning with the description of the background of the study. The chapter
then proceeds with the problem statement followed by the formulation of the
research questions and research objectives which would guide this study. Then, the
conceptual framework and operational definitions are added. The scope of study is
clarified, followed by the significance of research which highlights three areas of
research  contributions, namely theoretical, practical and methodological

contributions. The chapter ends with an overview of the thesis structure.

Chapter two discusses the literature related to competence and women in
management. The discussion begins with the conceptualisation of competence and
the predominant research approaches used in competence-based research. To
position the discussion within the dimension of individual competence, the chapter
proceeds to describe managerial competence as the behavioural approach to
cognitive, emotional and social intelligence. Competence acquisition is reviewed
from the perspective of informal learning theory. The chapter discusses the new
proposed model for women managers’ competence acquisition. The final summary

of the literature review concludes chapter two.

Chapter three explains the research methodology used in this research. The

discussion begins with the research paradigms and goes on to discuss the research
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approaches used in this study. Next, the discussion turns into the research tools and
data analysis employed by this study. Data collection methods which include in-
depth interviews, research diary writings and written exercises are described. The
qualitative content analysis and the overarching GT approach are discussed in detail
in this chapter. The chapter ends with discussions on data management, GT coding

procedures and finally concludes with the summary of chapter three.

Chapter four discusses the pilot case study and its modus operandi. This
chapter begins with the modus operandi and then proceeds with the presentation and
discussion of the pilot findings. The emerging main issues are then discussed in
detail. Reflections and lesson learnt on the conduct of data collection and analysis
are discussed. A section on feedback is dedicated to discuss decisions made on
selecting the appropriate research method for the major subsequent work. Finally,
the chapter ends with discussion on issues and questions to be addressed for later

major work.

Chapter five discusses the modus operandi and main findings from the major
work conducted for this research. It begins with the description of the modus
operandi which consists of the identification of cases, selection of participants,
conduct of research interviews and documentation of field notes. This chapter
describes the GT approach of analysing data. The procedure of generating concepts
and categories is presented in order to illuminate understanding on how the analysis
finally arrives at the findings. The chapter ends with the elaboration of GT findings

and concludes with the summary of chapter five.

Chapter six describes the findings and data analysis of the written exercises
using GT approach. This chapter commences with a discussion on the questions
asked of the participants during the written exercise. The findings from written
exercises are duly presented and discussed. The chapter concludes with the summary

and conclusion of chapter six.
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Chapter seven presents the key findings of this research. The summary of
findings from the in-depth interviews and written exercises are presented. These
findings are compared for differences and similarities. Literature comparison for the
purpose of verifying the findings is outlined. Next, discussions on contribution to the
knowledge and implication of the study are presented. Finally, the chapter ends with

the description of the newly developed model.

Chapter eight concludes the research by dealing with the overall conclusions
of the study and recommendations. The chapter also discusses the general research
contributions and the implications of the study. A review of the research process is
described via reflections on the research conducted. Further research considerations
and recommendations of the study are also included in this final chapter. Finally,
chapter eight ends with final comments on this doctoral thesis.



REFERENCES

Abdullah, K., Noor, N.M. and Wok, S. (2008). The Perceptions of Women's Roles
and Progress: A Study of Malay Women. Soc Indic Res. 89, 439-455.

Abdullah, S. N., Ismail, K., 1zah, K. N., & Nachum, L. (2012). Women on boards of
Malaysian firms: Impact on market and accounting performance. SSRN
Electronic Journal.

Ahmad, A. (2008). Job, family and individual factors as predictors of work-family
conflict. The Journal of Human Resource and Adult Learning. 4(1), 57-67.

Akpinar-Sposito, C. (2013). Career barriers for women executives and the Glass
Ceiling Syndrome: the case study comparison between French and Turkish
women executives. Procedia-Social and Behavioural Sciences. 75, 488-497.

Allen, M. (2011). Violence and voice: Using a Feminist Constructivist Grounded
Theory to Explore Women’s Resistance to Abuse. Qualitative Research.
11(1), 23-45.

Amatea, E. S., & Fong, M. L. (1991). The impact of role stressors and personal
resources on the stress experience of professional women. Psychology of
Women Quarterly. 15(3), 419-430.

Amran, N. A., Ismail, K., 1zah, N., Aripin, N., Hassan, N., Abd Manaf, K. B. and
Abdullah, S.  N. (2014). Women Directors Involvement in
Malaysia. Australian Journal of Basic and Applied Sciences. 8(5), 226-231.

Andersson, T. (2010). Struggles of managerial being and becoming: Experiences of
managers’ personal development training. Journal of Management
Development. 29(2), 161-176.

Andrade, A.D. (2009). Interpretive research aiming at theory building: Adopting and
adapting the case study design. The Qualitative Report. 14(1), 42-60.

Appley, L. A. (1969). A management concept. New York: American Management
Associations.



274

Aurditi, D., Gluch, P., & Holmdahl, M. (2013). Managerial competencies of female
and male managers in the Swedish construction industry. Construction
Management and Economics. 31(9), 979-990.

Aryee, S., Fields, D. and Luk, V. (1999). A cross-cultural test of a model of the
work-family interface. Journal of management. 25(4), 491-511.

Ashforth, B. (2000). Role transitions in organisational life: An identity-based
perspective. Routledge.

Azmi, I. A. G. and Barrett, M. A. (2014). Women on Boards and Firm Performance
in Malaysia: Preparing to Open the Black Box. International Proceedings of
Economics Development and Research. 5-7 May. Rydges Melbourne,
Australia, p. 76, 51.

Azmi, I. A. G,, Ismail, S. H. S., and Basir, S. A. (2014). Muslim Women Career
Advancement in public service: A study in Indonesia Public Second. Service.
International Journal of Business and Social Science. 5(2), 168-179.

Bandura, A. (1977). Social Learning Theory. New York: General Learning Press.

Bandura, A. (1986). Social foundations of thought and action: A social cognitive
theory. Englewood Cliffs, NJ, US: Prentice-Hall, Inc.

Banton, M. and Miles, R. (1994). Racism. In E. Cashmore (Ed.) Dictionary of Race
and Ethnic Relations. 4™ edn.(pp. 276-279). London: Routledge.

Bartram, S. (2005). What is wrong with the current approaches to management
development in relation to women in management roles? Women in
Management Review.20(2), 107-116.

Bazeley, P. (2009). Analysing Qualitative Data: More than ‘lIdentifying Themes'.
Malaysian Journal of Qualitative Research. 2(2), 6-22.

Bazeley, P., and Jackson, K. (Eds.). (2013). Qualitative data analysis with NVivo.
Sage Publications Limited.

Bell, L. (1998). Public and private meanings in diaries: Researching family and
childcare. In Jane Ribbens & Roseline Edwards (Eds), Feminist dilemmas in
qualitative research: Public knowledge and private lives.(pp.78-82). London:
Sage.

Benson, J., & Yukongdi, V. (2006). Women in Asian management. Oxon:
Routledge.



275

Berings, M., Poell, R. and Gelissen, J. (2008). On-the-job learning in the nursing
profession: Developing and validating a classification of learning activities
and learning themes. Personnel Review.37(4), 442-459.

Bhopal, M. and Rowley, C. (2005). Ethnicity as a Management Issue and Resource:
Examples from Malaysia. Asia Pacific Business Review. 11(4), 553-574.
Billet, S.R. (1993a). Authenticity and a culture of practice. Australian and New

Zealand Journal of Vocational Education Research. 2(1), 1-29.

Boettcher, D. (2012, March 14). Voters prefer candidates with deeper voice, says
study. BBC News. Retrieved March 30, 2012 from
http://www.bbc.com/news/science-environment-17355013.

Boud, D.J. and Middleton, H. (2003). Learning from others at work: communities of
practice and informal learning. Journal of workplace learning. 15(5), 194-202.

Boyatzis, R.E. (1982). The Competent Manager: A Model for Effective Performance.
New York: John Wiley & Sons.

Boyatzis, R.E. (2008). Competencies in the 21% Century. Journal of Management
Development. 27(1), 5-12.

Boyatzis, R.E. (2009). Competencies as a behavioural approach to emotional
intelligence.Journal of Management Development. 28( 9), 749-770.

Boyatzis, R.E. and Ratti, F. (2009). Emotional, social and cognitive intelligence
competencies distinguishing effective Italian managers and leaders in a private
company and cooperatives, Journal of Management Development. 28(9), 821-
838.

Boyatzis, R.E. and Saatcioglu, A. (2008). A 20-year view of trying to develop
emotional, social and cognitive intelligence competencies in graduate
management education. Journal of Management Development. 27(1), 92-108.

Breen, R. and Cooke, L. P. (2005). The persistence of the gendered division of
domestic labor. European Sociological Review. 21(1), 43-57.

Broadbridge, A and Hearn, J. (2008). Gender and Management: New Directions in
Research and Continuing Patterns in Practice. British Journal of Management.
19, S39-S49.

Broadbridge, A. and Simpson, R. (2011). 25 years on: reflecting on the past and
looking to the future in gender and management research. British Journal of
Management. 22(3), 470-483.


http://www.bbc.com/news/science-environment-17355013

276

Bukhari, S.S. and Sharma B.C (2014). Workplace Gender Diversity and Inclusive in
Public and Private Organization. India Journal of Industrial Relations.49(3),
551-563.

Burke, R.J. (1999). Are Families a Career Liability? Women in Management Review.
14(5), 159-163.

Butler, J. (1990). Gender Trouble: Feminism and the Subversion of Identity, New
York and London: Routledge.

Calas, M.B. and Smircich, L. (1999). Past Postmodernism? Reflections and Tentative
Directions. Academy of Management Review. 24(4), 649-671.

Campbell, R. and Wasco, S.M. (2000). Feminist approaches to social science:
Epistemological and methodological tenets. American Journal of Community
Psychology. 28, 773-791.

Camuffo, A., Gerli, F., Borgo, S. and Somia, T. (2009). The effects of management
education on careers and compensation: A competency-based study of an
Italian MBA programme. Journal of Management Development. 28(9), 839-
858.

Carli, L. L. and Eagly, A. H. (1999). Gender effects on social influence and emergent
leadership. In Powell, Gary N. (Ed) Handbook of gender and work. (pp. 203-
222). Thousand Oaks, CA, US: Sage Publications, Inc.

Carver, C. S., Scheier, M. F. and Weintraub, J. K. (1989). Assessing coping
strategies: a theoretically based approach. Journal of Personality and Social
Psychology. 56(2), 267.

Catalyst (2012). Why Diversity Matters. USA: Catalyst.

Charmaz, K. (2000). Objectivist and Constructivist Methods. In N.R. Denzin and
Y.S. Lincoln (eds).Strategies of Qualitative Inquiry.(pp. 509-35). Thousand
Oaks, CA: Sage.

Charmaz, K. (2006). Constructing Grounded Theory: A Practical Guide Through
Qualitative Analysis. London: Sage.

Cheetham, G. and Chivers, G. (1996). Towards a holistic model of professional
competence. Journal of European Industrial Training. 20(5), 20-30.

Cheetham, G. and Chivers, G. (2005). Professions, Competence and Informal
Learning. Cheltenham: Edward Elgar.

Cheetham, G., & Chivers, G. (1998). The reflective (and competent) practitioner: a

model of professional competence which seeks to harmonise the reflective



277

practitioner and competence-based approaches. Journal of European
Industrial Training. 22(7), 267-276.

Chen, A. and Doherty, N. (2013). The perceptions of an EMBA experience in China:
an exploratory study. Journal of Management Development. 32(7): 780-795.

Chen, A., Doherty, D and Vinnicombe S. (2012). Developing women’s career
competencies through an EMBA. Gender in Management : An international
Journal. 27(4), 232-248.

Cheung, F. M., and Halpern, D. F. (2010). Women at the top: powerful leaders
define success as work & family in a culture of gender. American
Psychologist. 65(3), 182.

Chivers, G. (2011). Supporting informal learning by traders in investment banks.
Journal of European Industrial Training. 35(2), 154-175.

Choi, W. and Jacobs, R.L. (2011). Influences of formal learning, personal learning
orientation, and supportive learning environment on informal learning.
Human Resource Development Quarterly. 22, 239-256.

Chong, E. (1997). An empirical model of public sector managerial competency in
Singapore. Doctor Philosophy, Brunel University.

Chong, E. (2008). Managerial competency appraisal: A cross-cultural study of
American and East Asian managers. Journal of Business Research.61, 191-
200.

Clarke, A.E. (2005). Situational Analysis: Grounded Theory after the Postmodern
Turn. Thousand Oaks, CA: Sage.

Cockerill, A.P. (1989). The kind of competencies for rapid change. Personnel
management. 9 (21) 52-56

Cohen, L. E. & Broschak, J. P. (2013). Whose jobs are these? The impact of the
proportion of female managers on the number of new management jobs filled
by women versus men. Administrative Science Quarterly. 58(4), 509-541.

Connell, R. (2002). Gender. Sydney: Polity Press.

Cook, J.A. and Fonow, M.M. (1986). Knowledge and Women’s Interest: Issues of
Epistemology and Methodology in Feminist Sociological Research.
Sociological Inquiry. 56(4), 2-29.

Corbin, J. and Strauss, A. (2008). Basics of qualitative research: Techniques and
procedures for developing grounded theory (3™ ed.). Thousand Oaks, CA:
Sage.



278

Creswell, J.W. (2003). Research Design: Qualitative, Quantitative and Mixed
Methods Approaches. London: Sage.

Cseh, M., Watkins, K.E. and Marsick, V.J., (1999). Re-conceptualising Marsick and
Watkins’s model of informal learning and incidental learning in the
workplace. In Kuchinke, K.P. (Ed.), Proceedings of the Academy of HRD,
Academy of Human Resource Development.(pp. 349-355). LA: Baton Rouge.

Cunningham, J. (1998). The workplace: A learning environment.First Annual
Conference of the Australian Vocational Education and Training Research
Association. 1998.Sydney.

Davidson, M. and Cooper, C. (Eds) (1993). Europen Women in Business and
Management. London: Paul Chapman.

Davidson, M. J. & Burke, R. J. (Eds.). (2011). Women in Management Worldwide.
UK: Gower.

Davidson, M.J. and Burke, R.J. (2004). Women in Management Worldwide: Facts,
Figures and Analysis — An Overview.UK: Ashgate.

Davis, T. R. and Luthans, F. (1980). A social learning approach to organisational
behavior. Academy of Management Review. 5(2), 281-290.

Day, R. (1994). How to write and publish a scientific paper. Phoenix, AZ: Oryx
Press.

Denzin, N.K. (1978). The Research Act: A Theoretical Introduction to Sociological
Method. (2" Ed.) New York, NY: McGraw-Hill.

Denzin, N.K. and Lincoln, Y.S. (2005). Introduction: The discipline and practice of
qualitative research. In N. Denzin and Y. Lincoln (Eds.), The Sage handbook
of qualitative research (2" ed.) (pp. 1-45). Thousand Oaks, CA: Sage.

Department of Statistics, Malaysia. (2012). Labor Force Survey Report, Malaysia,
2012. Putrajaya, Malaysia: Department of Statistics.

Derthick, M. (1972). New towns in-town: Why a federal program failed.
Washington, D.C.: The Urban Institute.

Dewey, J. (1938). Experience and education. New York, NY: Collier Books.

Dey, 1. (1993). Qualitative data analysis. London: Routledge.

Dimovski, V., Skerlavaj, M. & Man, M. M. K. (2010). Comparative Analysis Of
Mid-Level Women Managers’ Perception Of The Existence Of ‘Glass Ceiling’
In Singaporean And Malaysian Organizations. International Business &
Economics Research Journal (IBER). 9(8).



279

Dragoni, L., Tesluk, P. E., Russell, J. E. & Oh, I. S. (2009). Understanding
managerial development: Integrating developmental assignments, learning
orientation, and access to developmental opportunities in predicting
managerial competencies. Academy of Management Journal. 52(4), 731-743.

Drew, E. and Murtagh, E.M. (2005). Work/Life Balance: Senior management
champions or laggards? Women in Management Review. 20(4), 262-278.

Dreyfus, C. (2008). Identifying competencies that predict effectiveness of R&D
managers. Journal of Management Development. 27(1), 76-91.

Dreyfus, H.L. and Dreyfus, S.E. (1986). Mind over machine: The power of human
intuition and expertise in the era of the computer. Oxford: Basil Blackwell.

Dubois, D.D. (2002). What are competencies and why are they important? Career
Planning and Adult Development Journal. 18(4), 1-7.

Due Rue, D.S. and Wellman, N. (2009). Developing Leaders via Experience: The
role of Developmental challenge, Learning Orientation and Feedback. Journal
of Applied Psychology. 94(4), 859-875.

Duguid, M. (2011). Female tokens in high-prestige work groups: Catalysts or
inhibitors of group diversification? Organisational Behavior and Human
Decision Process. 116, 104-115.

Dulewicz, V., & Herbert, P. (1999). Predicting advancement to senior management
from competencies and personality data: A seven-year follow-up study. British
Journal of Management. 10(1), 13-22.

Eagly, A. H. and Carli, L. L. (2003). Finding gender advantage and disadvantage:
Systematic research integration is the solution. The Leadership Quarterly.
14(6), 851-859.

Eagly, A. H., & Johannesen-Schmidt, M. C. (2001). The leadership styles of women
and men. Journal of Social Issues. 57(4), 781-797.

Eagly, A.H. and Carli, L.L. (2007). Women and the Labyrinth of Leadership,
Harvard Business Review, September, pp. 63-71.

Eagly, A.H., Terrel, S.J. and Makhijani, M.G. (1995). Gender and the effectiveness
of leaders: a meta analysia. Psychological Bulletin. 117, 125-145.

Eisenhardt, K. M., & Graebner, M. E. (2007). Theory building from cases:
Opportunities and challenges. Academy of Management Journal. 50(1), 25-32.

Eisenhardt, K.M. (1989). Building theories from Case Study Research. The Academy
of Management Review. 14(4), 532-550.



280

Ellinger, A. D. (2005). Contextual factors influencing informal learning in a
workplace setting: The case of “reinventing itself company”. Human Resource
Development Quarterly. 16(3), 389-415.

Elliot, H. (1997). The use of diaries in sociological research on health experience.
Sociological Research Online. Retrieved on November 9, 2010 from
http://www.socresonline.org.uk/socresonline/2/2/7.html.

Ely, R.J., Ibarra, H. and Kolb, D. (2011). Taking Gender Into Account: Theory and
Design for Women’s Leadership Development Programs. Academy of
Management Learning and Education. 10(3), 474-493.

Emmerling R.J. and Boyatzis, R.E. (2012). Emotional and social intelligence
comeptencies: cross cultural implications. Cross Cultural Management. 19(1),
4-18.

Eraut, M. (1994). Developing Professional Knowledge and Competence. London:
Falmer Press.

Eraut, M. (2007). Learning from Other People in the Workplace. Oxford Review of
Education. 33(4), 403-422.

Ezzedeen, S.R. and Ritchey, K.G. (2009). Career advancement and family balance
strategies of executive women. Gender in Management: An International
Journal. 24(6), 388-411.

Fagenson, E.A. (1990). At the heart of women in management research: Theoretical
and methodological approaches and their biases. Journal of Business Ethics. 9,
267-274.

Fagenson, E.A. (1993). Women in Management: Trends, Issues and Challenges in
Managerial Diversity, Women and Work. 4. Newbury Park: Sage Publications.

Fink, G. (2009). Stress Science: Endocrinology. Oxford: Elsevier.

Fletcher, J.K. (1998). Relational Practice. Journal of Management Inquiry. 7(2), 163-
186.

Foley, R. (2004). Muslim Women’s Challenges to Islamic Law: The Case of
Malaysia. International Feminist Journal of Politics. 6(1), 53-84.

Folkman, S., Lazarus, R. S., Dunkel-Schetter, C., DeLongis, A., & Gruen, R. J.
(1986). Dynamics of a stressful encounter: cognitive appraisal, coping, and
encounter outcomes. Journal of Personality and Social Psychology. 50(5),
992.



281

Fondas, N. (1997). Feminisation Unveiled: Management Qualities in Contemporary
Writings. Academy of Management Review. 22(1), 257-282.

Fossey, E., Harvey, C., McDermott, F. and Davidson, L. (2002). Understanding and
evaluating qualitative research. Australian and New Zealand Journal of
Psychiatry. 36, 717-732.

Frone, M. R. (2003). Work-family balance. In J. C. Quick and L. E. Tetrick (Eds.).
Handbook of occupational health psychology. (pp. 143-162). Washington,
DC: American Psychological Association.

Gallant, M. (2008). Using an ethnographic case study approach to identify socio-
cultural discourse: A feminist post-structural view. Education, Business and
Society: Contemporary Middle Eastern Issues. 1(4), 244-254.

Garavan T.N., Carbery, R. and Rock, A. (2012). Mapping talent development:
definition, scope and architecture. European Journal of Training and
Development. 36(1), 5-24.

Garavan, N.T. and McGuire, D. (2001). Competencies and Workplace Learning:
Some Reflections on the Rhetoric and the Reality. Journal of Workplace
Learning. 13(4), 144-163.

Gephart, R. P. (2004). Qualitative research and the Academy of Management
Journal. Academy of Management Journal. 47(4), 454-462.

Gherardi, S. (2009). Organizational knowledge: The texture of workplace learning.
John Wiley & Sons.

Giousmpasoglou, C. (2014). The Importance of Context in Managerial Work: The
Case of Senior Hotel Managers in Greece. Journal of Human Resources in
Hospitality & Tourism. 13(2), 146-172.

Glaser, B. (1978). Theoretical sensitivity. Mill Valley, CA: Sociology Press.

Glaser, B. (1992). Basics of Grounded Theory Analysis: Emergence vs Forcing. Mill
Valley, CA: Sociology Press.

Glaser, B. (1998). Doing Grounded Theory. Mill Valley, CA: Sociology Press.

Glaser, B. (2001). The Grounded Theory Perspective: Conceptualisation Contrasted
with Description. Mill Valley, CA: Sociology Press.

Glaser, B. (2003). The Grounded Theory Perspective I11: Description’s Remodelling
of Grounded Theory Methodology. Mill Valley, CA: Sociology Press.

Glaser, B. (2005). The Grounded Theory Perspective Ill: Theoretical Coding. Mill
Valley, CA: Sociology Press.



282

Glaser, B. and Strauss, A. (1967). The Discovery of Grounded Theory. Chicago, IL:
Aldine.

Goleman, D. (2006). Social Intelligence. New York, NY: Bantam Books.

Gonczi, A. (2006). The OECD: lIts role in the key competencies debate and in the
promotion of lifelong learning. In Hager, P. and Holland, S. (Eds) Graduate
Atrributes, Learning and Employability. (pp. 105-124). Chicago, IL: Springer.

Graneheim, U.H. and Lundman, B. (2003). Qualitative content analysis in nursing
research: concepts, procedures and measures to achieve trustworthiness. Nurse
Education Today. 24, 105-112.

Grant Thornton International Business Report (2013). Women in senior
management: setting the stage for growth. Grant Thornton International
Business Report (IBR).

Griffin, C. (1995). Feminism, social psychology and qualitative research. The
Psychologist. 119-21.

Guba, E.G. and Lincoln, Y.S. (1994). Competing paradigms in qualitative research.
In N.K. Denzin and Y.S. Lincoln (Eds.) Handbook of qualitative research.
(pp. 105-117). Thousand Oaks, CA: Sage.

Hadi, S.A. (1999a). Managing in the Malaysian context. In Malaysian Institute of
Management Management in Malaysia: A basic text on general management
with local reference to managing Malaysian business (p. 51-72). Malaysia:
Malaysian Institute of Management.

Hadi, S.A. (1999b). Vision 2020. In Malaysian Institute of Management
Management in Malaysia: A basic text on general management with local
reference to managing Malaysian business (p. 348-363). Malaysia: Malaysian
Institute of Management.

Hafsi, T., & Turgut, G. (2013). Boardroom diversity and its effect on social
performance: Conceptualisation and empirical evidence. Journal of Business
Ethics. 112(3), 463-479.

Hall, D.T. and Mirvis, P.H. (1995). The New Career Contract: Developing the Whole
Person at Midlife and Beyond. Journal of Vocational Behavior. 47(3), 269-
289.

Harding, S. (1991). Whose Science? Whose Knowledge? Thinking from Women'’s
Lives. Milton Keynes: Open University Press.



283

Harwood, N. (2005). A corpus-based study of self-promotional | and we in academic
writing across four disciplines. Journal of Pragmatics. 37(2005), 1207-1231.

Hashim, J. (2008). Competencies acquisition through self-directed leaning among
Malaysian Managers. Journal of Workplace Learning. 20(4), 259-271.

Hay Group (2003). Using Competencies to Identify High Performers: An Overview
of the Basics. Working Paper. Philadelphia, USA: Hay Group.

Heilman, M. E. (1980). 'The Impact of Situational Factors on Personnel Decisions
Concerning Women: Varying the Sex Composition of the Applicant Pool'.
Organizational Behavior and Human Performance. 26, 386-395.

Helfat, C.E., Harris, D. and Wolfson, P.J. (2006). The Pipeline to the Top: Women
and Men in the Top Executive Ranks of U.S. Corporations. Academy of
Management Perspectives. 20(4), 42-64.

Hill, L.A. (1992). Become a Manager Mastery of a New Identity. Boston: Harvard
Business School Press.

Hill, L.A. (2004). New Manager Development for the 21* Century. The Academy of
Management Executive. 18(3), 121-126.

Hofstede, G. (1991). Cultures and organizations-Software of the Mind. London:
McGraw-Hill.

Hofstede, G. (2007). Asian management in the 21* century. Asia Pacific Journal of
Management. 24, 411-420.

Hofstede, G. and McCrae, R.R. (2004). Personality and culture revisited: linking
traits and dimensions of culture. Cross Cultural Research. 38(1), 52-88.
Holms, L. (1995). HRM and the irresistible rise of the discourse of competence.

Personnel Review. 24(4), 16-28.

Hoobler, J. M., Lemmon, G. and Wayne, S. J. (2011). Women's underrepresentation
in upper management: New insights on a persistent problem. Organizational
Dynamics. 40(3), 151-156.

Hopkins, M. and Bilimoria, D. (2008). Social and emotional competencies predicting
success for female and male executives. Journal of Management Development.
27(1), 13-35.

Hutchison, A.J., Johnston, L.H. and Breckon, J.D. (2010). Using QSR-Nvivo to
facilitate the development of Grounded Theory project: an account of a
worked example. International Journal of Social Research Methodology.
13(4), 283-302.



284

Hyland, K. (2001). Bringing in the Reader Addressee Features in Academic
Avrticles. Written communication. 18(4), 549-574.

Ibarra, H. and Barbulescu, R. (2010). Identity as narrative: Prevalence, effectiveness,
and consequences of narrative identity work in macro work role
transitions. Academy of Management Review. 35(1), 135-154.

Ibarra, H., Carter, N. M., & Silva, C. (2010). Why men still get more promotions
than women. Harvard Business Review. 88(9), 80-126.

Idris, N. (2008). Acquiring Competence: A Qualitative Enquiry of Accountancy
Trainees at Work. Doctor Philosophy. Loughborough University, UK.

Institute of Leadership and Management (2010). Ambition and Gender at Work.
London: ILM.

Isabella, L.A. (1990). Evolving Interpretation as a Change unfolds: How Managers
Construe Key Organizational Events. Academy of Management Journal.
33(1), 7-41.

Ismail, M. (2003). Men and women engineers in a large industrial organization:
interpretation of career progression based on subjective-career experience.
Women in Management Review. 18(1/2), 60-67.

Ismail, M. and Ibrahim, M. (2008). Barriers to career progression faced by women:
Evidence from a Malaysian multinational oil company. Gender in
Management: An International Journal. 23(1), 51-66.

Ismail, M. and Rasdi, M. R. (2007). Impact of networking on career development:
experience of high-flying women academics in Malaysia. Human Resource
Development International. 10(2), 153-68.

Isopahkala-Bouret, U. (2008). Transformative learning in managerial role
transitions. Studies in Continuing Education. 30(1), 69-84.

Iversen, O.l. (2000a). Managing people towards a multicultural workforce- An
investigation into the importance of managerial competencies across national
borders in Europe: Differences and Similarity (Part A). 8th World Congress on
Human Resource Management. May. Paris: Norwegian Institute for Human
Resource Management (NIPA).

Jamieson, K.H. (1995). Beyond the Double Bind: Women and Leadership. New
York: Oxford University Press.

Jayaraman, J. (2014, Feb 4). Malaysia women with corporate muscle. The Sun. p.
17.



285

Joffe, H. And Yardley, L. (2004). Content and thematic analysis. In Marks D. and
Yardley L. (eds). Research Methods for Clinical and Health Psychology (p.
56-68). London: Sage.

Jogulu, U.D. and Wood, G.J. (2008). A cross-cultural study into peer evaluation of
women’s leadership effectiveness. Leadership and Organisation Development
Journal. 29(7), 600-616.

Jones, R. and Noble, G. (2007). Grounded Theory and Management Research: A
Lack of Integrity? Qualitative Research in Organization and Management: An
International Journal. 2(2), 84-103.

Jonsen, K. and Jehn, K.A. (2009). Using triangulation to validate themes in
qualitative studies. Qualitative Research In Organisations and Management:
An International Journal. 4(2), 123-150.

Kanter, R. M. (1977). Men and Women of the Corporation (Vol. 5049). Basic Books.

Kausar, Z. (1995). Women in feminism and politic[s]: new directions towards
Islamization. Women's Affairs Secretariat (WAFA), IUM.

Kempster, S. (2009). Observing the invisible: examining the role of observational
learning in the development of leadership practice. Journal of Management
Development. 28(5), 439-456.

Kempster, S. and Parry, K. (2014). Exploring observational learning in leadership
development for managers. Journal of Management Development. 33(3), 164-
181.

Kennedy, J. (2002). Leadership in Malaysia: Traditional values, International
Outlook. The Academy of Management Executive. 16(3), 15-26.

Kenten, C. (2010). Narrating Oneself: Reflections on the Use of Solicited Diaries
with Diary Interviews. Forum Qualitative Sozialforschung/Forum: Qualitative
Social Research. 11(2).

Kilian, M.C., Hukai, D., & Elizabeth McCarty, C. (2005). Building diversity in the
pipeline to corporate leadership. Journal of Management Development. 24(2),
155-168.

Kim, S. and McLean, G. N. (2014). The impact of national culture on informal
learning in the workplace. Adult Education Quarterly. 64(1), 39-59.

Klink, M.R., van der Boon, J. and Bos, E. (2000). The investigation of distinctive
competencies within professional domains. Proceeding of first conference of

HRD research and practice across Europe. Kingston University, 105-114.



286

Klofstad, C.A. Anderson, R.C. and Peters, S. (2012). Sounds like a winner: voice
pitch influences perception of leadership capacity in both men and women.
Proceedings of the Royal Society Biology 2012. 11 March. Miami: The Royal
Society, 1-7.

Knowles, M. (1950). Informal Adult Education. New York, NY: Association Press.

Kolb, D. (1984). Experiential Learning. Englewood Cliffs, NJ: Prentice-Hall.

Koman, E.S. and Wolff, S.B. (2008). Emotional intelligence competencies in the
team and team leader: A multi-level examination of the impact of emotional
intelligence on team performance. Journal of Management Development.
27(1), 55-75.

Korac-Kakabadse, A., Korac-Kakabadse, N. and Myers, A. (1998). Demographics
and leadership philosophy: exploring gender differences. Journal of
Management Development. 17(5), 351-388.

Koshal, M., Gupta, A.K and Koshal R. (1998). Women in management: A Malaysian
perspective. Women in Management Review. 13(1), 11-18.

Lapan, S. D., Quartaroli, M. T., and Riemer, F. J. (Eds.). (2012). Qualitative
research: An introduction to methods and designs. Vol. 37. John Wiley &
Sons.

Lather, P. (1991). Getting smart: Feminist research and pedagogy with/in
postmodern. New York: Routledge.

Lave, J. and Wenger, E. (1991). Situated learning: Legitimate peripheral
participation. Cambridge: Cambridge University Press.

Lave, J. and Wenger, E. (1999). Learning and pedagogy in communities of practice.
In J. Leach and B. Moon (eds.). Perspective on socially shared cognition. (pp.
21-33). Pittsburgh: Learning Research and Development Centre.

Lefkowitz, J. (1994). Sex-Related Differences in Job Attitudes and Dispositional
Variables: Now you see them. Academy of Management Journal. 37 (2), 323-
349.

Leonard, D. (2008). The impact of learning goals on emotional, social and cognitive
competency development. Journal of Management Development. 27(1), 109-
128.

Leslie, B., Aring, M.K. and Brand, B. (1998). Informal learning: The new frontier of
employee development and organizational development. Economic
Development Review. 15(4), 12-18.



287

Levy, M. (1987). The Core Skills Project and work-based learning: An overview of
the development of a new model for the design, delivery and accreditation of
vocational education and training. Sheffield, UK: Manpower Services
Commission.

Lewis, K., Sligo, F. and Massey, C. (2005). Observe, Record, Then Beyond:
Facilitating participant reflection via research diaries. Qualitative Research in
Accounting & Management. 2(2), 216-229.

Lewis, P. and Simpson, R. (2011). Kanter Revisited: Gender, Power and
(In)Visibility. International Journal of Management Reviews. 14(2), 141-158.

Lightfoot, S. L. (1983). The good high school. New York: Basic Books.

Limerick, B. and O'Leary, J. (2006). Re-inventing or recycling? Examples of
feminist qualitative research informing the management field. Qualitative
Research in Organizations and Management: An International Journal. 1(2),
98-112.

Livingstone, D. W., Pollock, K. & Raykov, M. (2014). Family Binds and Glass
Ceilings: Women Managers’ Promotion Limits in a ‘Knowledge Economy’.
Critical Sociology. 1, 1-22.

London, M. and Smither, J. W. (2002). Feedback orientation, feedback culture, and
the longitudinal performance management process. Human Resource
Management Review. 12(1), 81-100.

Lyness, K.S. and Thompson, D.E. (1997). Above the glass ceiling? A comparison
matched samples of Female and Male Executives. Journal of Applied
Psychology. 82(3), 359-375.

Mainemelis, C., Boyatzis, R. E., & Kolb, D. A. (2002). Learning styles and adaptive
flexibility testing experiential learning theory. Management Learning. 33(1),
5-33.

Mainiero, L.A. and Sullivan, S.E. (2005). Kaleidoscope Careers: An Alternate
Explanation for the Opt-Out Revolution. The Academy of Management
Executive. 19(1), 106-123.

Management Charter Initiative (1994). Management Standards. London: MCI.

Mansfield, B., & Mathews, D. (1985). Job competence: a description for use in
vocational education and training. Blagdon, UK: Further Education Staff

College.



288

Mansfield, R. (1990) Knowledge, Evidence and Assessment. In H. Black and A.
Wolf (Eds) Knowledge and Competence: Current Issues in Training and
Education, Careers and Occupational Information Centre, (pp. 15-21).
Sheffield.

Marsick, V. J. (2009). Toward a unifying framework to support informal learning
theory, research and practice. Journal of Workplace Learning. 21(4), 265-275.

Marsick, V. J., & Watkins, K. E. (2001). Informal and incidental learning. New
directions for adult and continuing education. 2001(89), 25-34.

Marsick, V.J. and Watkins, K.E. (1990). Informal and Incidental Learning in the
Workplace. London: Routledge.

Marsick, V.J. and Watkins, K.E. (1997). Lessons from Informal and Incidental
Learning. In Burgoyne, J. and Reynolds, M. (Eds) Management Learning:
Integrating Perspectives in Theory and Practice (pp. 295-311). London: Sage.

Marsick, V.J., Watkins, K.E., Callahan, M.W. and Volpe, M. (2008). Informal and
incidental learning in the workplace. In Smith, M.C. and DeFrates-Densch, N.
(Eds) Handbook of Research on Adult Learning and Development. New York,
NY: Routledge.

Mathis, R. L., and Jackson, J. (2011). Human Resource Management: Essential
perspectives. Cengage Learning.

Matsuo, M. (2012). Leadership of learning and reflective practice: An exploratory
study of nursing managers. Management Learning. 43(5), 609-623.

Mavin, S. (2001). Women’s Careers in Theory and Practice: Time for Change?
Women in Management Review. 14(5), 159-163.

McCall, M. W. (2010). Recasting leadership development. Industrial and
Organizational Psychology. 3(1), 3-19.

McClelland, D.C. (1973). Testing for competence rather than for ‘intelligence’,
American Psychologist. 28(1), 1-14.

McClelland, D.C. (1976). A Guide to Job Competency Assessment. Boston, MA:
McBer & Co.

McClelland, D.C. (1998). Identifying competencies with behavioural -event
interviews. Psychological Science. 9(5), 331-339.

McCulloch, G. (2004). Documentary research in education, history and the social
sciences. New York: Routledge/Falmer.



289

McDonald, P., Brown, K. and Bradley, L. (2005). Have Traditional Career Paths
Given Way to Protean Ones? Career Development International. 10(2), 109-
129.

McGregor, J and Tweed, D. (2001). Gender and managerial competence: support for
theories of androgyny, Women in Management Review. 16(6),. 279-286.
McGregor, J. (2010) Who needs gender research and what is its role in the twenty-
first century? A personal reflection. Gender in Management: An International

Journal. 25(4), 269-274.

Merriam, S. B. (2009). Qualitative Research. A guide to Design and Implementation
(Revised and Expanded from Qualitative Research and Case Study
Applications in Education). San Fransisco: Jossey-Bass.

Merriam, S. B. and Mohamad, M. (2000). How cultural values shape learning in
older adulthood: The case on Malaysia. Adult Education Quarterly. 51(45),
45-63.

Meth, P. (2003). Entries and Omissions: Using Solicited Diaries in Geographical
Research. Area. 35(2), 195-205.

Miles, M.B. and Huberman, M.A. (1984). Qualitative Data Analysis: A Sourcebook
of New Methods. Beverly Hills, CA: Sage.

Mintzberg, H. (1973). The nature of managerial work. New York: Harper and Row.

Mintzberg, H. (1975). The manager’s job: folklore and fact. Harvard Business
Review. July/August, 49-61.

Mintzberg, H. (1983). Structure in fives: Designing Effective Organizations.
Englewood, NS: Prentice Hall

Mintzberg, H. (2004). Managers Not MBAs: A Hard Look at the Soft Practice of
Managing and Management Development. San Francisco: Berett-Koehler.

Morrison, A. M., White, R. P., and Van Velsor, E. (1987). Breaking the glass
ceiling: Can women reach the top of America’s largest corporations. The
Centre For Creative Leadership. Reading: Addison-Wesley.

Moustakas, C. (1994). Phenomenological Research Methods. CA: Thousand Oaks,
Sage.

Muhamad, M., and Idris, K. (2005). Workplace learning in Malaysia: the learner's
perspective. International Journal of Training and Development, 9(1), 62-78.

Nagvi, F. (2011). Perspectives of Indian women managers in the public
sector.Indian. Journal of Gender Studies. 18(3), 279-3009.



290

Nasrudin, A.M. & Hsia, K. L. (2008). The Influence of Support at Work and Home
on Work-Family Conflict: Does Gender Make a Difference? Research and
Practice in Human Resource Management. 16(1), 18-38.

Ng, C. S. (2010) Putrajaya Declaration +5: Re-visiting decision-making, Violence
Against Women (VAW) and gender mainstream in Malaysia. Putrajaya +5
Roundatable: Progress towards empowerment of women. (20-21 July). Kuala
Lumpur.

Ng. K, Y., Dayne, L.V, and Ang, S. (2009). From experience to experiential
learning: Cultural intelligence as a learning capability for global leader
development. Academy of Management Learning and Education. 8(4), 511-
526.

Nordhaug, O. (1993). Human Capital in Organisation, Oslo: Scandinavian
University Press.

O’Neill, D.A., Hopkins, M.M., and Bilimoria, D. (2008). Women’s careers at the
start of the 21%century: Patterns and Paradoxes. Journal of Business Ethics.
80(4), 727-743.

Oakley, A. (1972). Sex, Gender and Society, London: Temple Smith. (Revised Ed.)
Aldershot: Gower.

Oakley, A. (1981). Interviewing women: A contradiction in terms. In H. Roberts
(Ed.) Doing feminist research (pp. 30-61). London: Routledge & Kegan Paul.

Oakley, J.G. (2000). Gender-based Barriers to Senior Management Positions:
Understanding the Scarcity of Female CEQOS. Journal of Business Ethics. 27,
321-334.

Oehmichen, J., Rapp, M. S., & Wolff, M. (2012). Women on German management
boards. Zeitschrift fur Betriebswirtschaft. 82(2), 95-125.

Omar, A. & Davidson, M. J. (2001). Women in management: A comparative cross-
cultural overview. Cross Cultural Management. 8(3-4), 35-58.

Omar, A. and Davidson, M.J. (2004). Women in Management in Malaysia. In
Davidson, M.J. and Burke, R.J. (eds) Women in Management Worldwide:
Facts, Figures and Analysis — An Overview. UK: Ashgate.

Othman, N. (2006). Muslim women and the challenge of Islamic fundamentalism/
extremism: An overview of Southeast Asian Muslim women’s struggle for
human rights and gender equality. Women’s Studies International Forum. 29,
339-353.



291

Othman, N.L. and Jaafar, M. (2013). Personal competency of selected women
construction project managers in Malaysia. Journal of Engineering, Design
and Technology. 11 (3), 276-287.

Paglis,. L. L (2013). A Review of Managerial Skills Training in the Classroom.
Journal of Management Education. 37(4) 472-498.

Paloniemi, S. (2006). Employees’ conceptions of age, experience and
competence. Lifelong Learning For Older Workers.

Parker, C and Fagenson, E.A. (1994). An introductory overview of women in
corporate management. In Davidson, M.J. and Burke, R.J. (Eds) Women in
Management: Current Research Issues. London: Paul Chapman.

Patton, M. Q. (1990). Qualitative evaluation and research methods (2nd ed.).
Newbury Park, CA: Sage.

Patton, M. Q. (2002). Qualitative research and evaluation methods (3" ed.).
Thousand Oaks, CA: Sage.

Phondej, W., vKittisarn. A., and Neck, P. A. (2010). The conditions and factors
associated with successful female leadership in Thailand: A conceptual
framework. Review of International Comparative Management. 11 (1), 52-64.

Plumer, M. and Young, L.E. (2010). Grounded Theory and Feminist Inquiry:
Revitalising Links to the Past. Western Journal of Nursing Research. 32(3),
305-321.

Poell, R.F., Chivers, G.E., Van der Krogt, F.J. and Wildemeersch, D.A. (2000).
Learning-network theory: organizing the dynamic relationships between
learning and work. Management Learning. 31(1), 25-49.

Post, J. E., & Andrews, P. N. (1982). Case research in corporation and society
studies. Research in Corporate Social Performance and Policy. 4, 1-33.
Powell, G.N. Butterfield, D.A. and Parent, J.D. (2002). Gender and managerial

stereotypes: have the time changed? Journal of Management. 28, 177-193.

Prahalad, C.K. and Hamel, G. (1990). The Core Competences of the Corporation.
Harvard Business Review. May/June. 68(3), 79-91.

Pringle, J.K. and Dixon, K.M. (2003). Re-Incarnating Life in the Careers of Women,
Career Development International. 8(6), 291-300.

Pruis, E. (2011). The five key principles for talent development. Industrial and
Commercial Training. 43(4), 206-216.



292

Punch, K.R. (1998). Introduction to social research: Quantitative and qualitative
approaches. Thousand Oaks, CA: SAGE.

Ragins, B.R., Townsend, B. and Mattis, M. (1998). Gender Gap in the Executive
Suite: CEOs and Female Executives Report on Breaking the Glass Ceiling.
The Academy of Management Executive. 12(1), 28-42.

Ramazanoglu, C. and Holland, J. (2002). Feminist methodology: Challenges and
choices. London: Sage.

Ramo, G. L., Saris, W.E. and Boyatzis, R.E. (2009). The impact of social and
emotional competencies on effectiveness of Spanish executives. Journal of
Management Development. 28(9), 771-793.

Ramo, L.G., Saris, W.E. and Boyatzis, R.E. (2009). The impact of social and
emotional competencies on effectiveness of Spanish executives. Journal of
Management Development. 28(9), 771-793.

Rasdi, R. M., Ismail, M. and Garavan, T.N. (2011). Predicting Malaysian managers’s
objective and subjective career success. The International Journal of Human
Resource Management. 22(17), 3528-3549.

Rasdi, R. M., Ismail, M., Uli, J., and Mohd Noah, S. (2009). Towards developing a
theoretical framework for measuring public sector managers' career
success. Journal of European Industrial Training. 33(3), 232-254.

Raven, J. (1984). Competence in modern society. Edinburgh: Dinwiddie Grieve.

Reardon, R.F. (2010). The impact of learning culture on worker response to new
technology. Journal of Workplace Learning. 22, 201-211.

Reinharz, S. (1992). Feminist Methods in Social Research, Oxford University Press,
New York, NY.

Retrieved on April 1, 2014 from
http://lwww3.weforum.org/docs/WEF_GenderGap_Report_2013.pdf

Rhee, K. (2008). The beat and rythm of competency development over two years,
Journal of Management Development. 27(1), 146-160.

Ridgeway, C. L. (2001). Gender, status, and leadership. Journal of Social
Issues. 57(4), 637-655.

Rosener, J. (1990). How women lead. Harvard business review. 68(6), 119-125.

Rowley, C. and Yukongdi, V. (eds.) (2009). The Changing Face of Women
Managers in Asia. Oxford: Routledge.


http://www3.weforum.org/docs/wef_gendergap_report_2013.pdf

293

Ruderman, M. N., Ohlott, P. J., Panzer, K., & King, S. N. (2002). Benefits of
multiple roles for managerial women. Academy of Management
Journal. 45(2), 369-386.

Ryan, G., Emmerling, R.J and Spencer, L.M. (2009). Distinguishing high-performing
European executives: The role of emotional, social and cognitive
competencies. Journal of Management Development. 28(9), 859-875.

Ryan, M. K., and Haslam, S. A. (2007). The glass cliff: Exploring the dynamics
surrounding the appointment of women to precarious leadership positions.
Academy of Management Review. 32(2), 549-572.

Sabharwal, M. (2014). Is diversity management sufficient? Organizational inclusion
to further performance. Public Personnel Management. 1-21.

Sandberg, J. (2000). Understanding Human Competence At Work: An interpretative
approach, Academy of Management Journal. 43(1), 9-25.

Sandberg, J., & Pinnington, A. H. (2009). Professional competence as ways of being:
An existential ontological perspective. Journal of Management Studies.46(7),
1138-1170.

Schein, V.E. (1973). The relationship between sex role stereotypes and requisite
management characteristics. Journal of Applied Psychology. 57, 95-100.
Schein, V.E. (2007). Women in management: reflections and projections. Women in

Management Review. 22(1), 6-18.

Schensul, J.J (2012). Methodology, Methods, and Tools in Qualitative Research. In
Riemer J.F (ed) Qualitative Research: Introduction to methods and design.(pp.
69-106). San Fransisco: Jossey-Bass.

Schneer, J.A. and Reitman, F. (1995). The Impact of Gender as Managerial Careers
Unfold, Journal of Vocational Behavior. 47, 290-315.

Schon, D. (1983). The Reflective Practitioner: How Professionals Think In Action.
London: Maurice Temple Smith.

Schon, D. A. (1987). Educating the reflective practitioner. San Francisco: Jossey-
Bass.

Schroder, H.M. (1989). Managerial Competencies: The Key to Excellence. Dubuque,
IA: Kendall Hunt.

Schwartz, F.N. (1992). Women as a Business Imperatives. Harvard Business Review.
70(2), 105-114.



294

Schwartz, F.N. (1996). The Impact of Work-Family Policies on Women’s Career
Development: Boon or Bust? Women in Management Review. 11(1), 5-19.

Scullen, S. E., Mount, M. K., & Judge, T. A. (2003). Evidence of the construct
validity of developmental ratings of managerial performance. Journal of
Applied Psychology. 88, 50-66.

Shanks, E., Lundstrém, T., & Bergmark, A. (2014). Embedded in practice? Swedish
social work managers on sources of managerial knowledge. Human Service
Organizations: Management, Leadership & Governance. 38(5), 435-447.

Sheehan, M. (2012). Developing managerial talent: Exploring the link between
management talent and perceived performance in multinational corporation
(MNCs). European Journal of Training and Development. 36(1), 66-85.

Siddigquee, N.A. (2006). Public management reform in Malaysia: Recent initiatives
and experiences. International Journal of Public Sector Management. 19(1),
339-358.

Sinclair, A (2013). ‘Not Just Adding Women In’: Women Re-making Leadership. E-
scholarship Research Centre. (pp. 15-33). University of Melbourne.

Smith, P.J. (2003). Workplace Learning and Flexible Delivery. Review of
Educational Research. 73(1), 53-88.

Snell, S. J., Tonidandel, S., Braddy, P. W., & Fleenor, J. W. (2014). The relative
importance of political skill dimensions for predicting managerial
effectiveness. European Journal of Work and Organizational Psychology.
23(6), 915-929.

Special Focus: Empowering Women. (2013, April 22). The Edge Malaysia. p. S2-
S19.

Spencer, L. and Spencer, S. (1993). Competence at Work: Models for Superior
Performance. New York: John Wiley & Sons.

Stanley, T.L. (2007). Self-directed learning: a management essential. Supervision.
68(2), 3-5.

Strauss, A. (1987). Qualitative Analysis for Social Scientists. Cambridge: Cambridge
University Press.

Strauss, A. and Corbin, J. (1990). Basics Qualitative Research: Grounded Theory
Procedures and Techniques. Newbury Park, CA: Sage.

Strauss, A., & Corbin, J. (Eds.) (1998). Basics of qualitative research: Procedures
and techniques for developing grounded theory. Thousand Oaks, CA: Sage.



295

Stuart, R. and Lindsay, P. (1997). Beyond the frame of management competencies:
towards a contextually embedded framework of managerial competence in
organizations. Journal of European Industrial Training 21(1), 26-33.

Sturges, J. (1999). What it means to succeed: personal conceptions of career success
held by male and female managers at different ages. British Journal of
Management. 10, 239-252.

Suddaby, R. (2006). From the editors: What grounded theory is not. Academy of
Management Journal. 49(4), 633-642.

Tan, A. J. (1991). A Study Of Women Managers Among Private Enterprises in
Peninsular Malaysia. Malaysian Management Review, The Journal of The
Malaysian Institute of Management. 26 (3).

Tang, R. and John, S. (1999). The “I” in identity: Exploring writer identity in student
academic writing through the first person pronoun. English for Specific
Purposes. 18(1999), S23-S39.

Tate, W. (1995). Developing Managerial Competence: A critical guide to methods
and materials. Hampshire: Gower.

Taylor, S. J., and Bogdan, R. (1984). Introduction to qualitative research methods:
The search for meaning.

Terrell, S. and Rosenbusch, K. (2013). Global Leadership Development: What
Global Organizations Can Do to Reduce Leadership Risk, Increase Speed to
Competence and Build Global Leadership Muscle. People & Strategy. 36 (1),
40-46.

Thompson, C.A., Beauvais, L.L. and Lyness, K.S. (1999). When Work-Family
Benefits are Not Enough: The Influence of Work-Family Culture on Benefit
Utilisation, Organisational Attachment and Work-Family Conflict. Journal of
Vocational Behavior. 54, 392-415.

Tlaiss, H. and Kauser, S. (2011). Career success of Arab women managers: an
empirical study in Lebanon, Education, Business and Society: Contemporary
Middle Eastern Issues. 4(1), 43-61.

Tomlinson, J. (2004). Perceptions and Negotiations of the Business Case for Flexible
Careers and the Integration of Part Time Work. Women in Management
Review. 19(8), 413-420.



296

Tonidandel, S., Braddy, P. W. and Fleenor, J. W. (2012). Relative importance of
managerial skills for predicting effectiveness. Journal of Managerial
Psychology. 27(1), 636 — 655.

Vanderbroeck, P. (2010). The traps that keep women from reaching the top and how
to avoid them. Journal of Management Development. 29(9), 764-770.

Vannoy-Hiller, D. and Philliber, W. W. (1989). Equal partners: Successful women in
marriage. Thousand Oaks, CA, US: Sage Publications.

Vinnicombe, S. and Singh, V. (2011). Locks and keys to the boardroom. Gender in
Management: An International Journal. 26(3), 200-211.

Vygotsky, L.S. (1978). Mind in Society: The development of higher psychological
processes. Cambridge, MA: Harvard University Press.

Wang, D., Freeman, S. and Zhu, C.J. (2013). Personality traits and cross-cultural
competence of Chinese expatriate managers: A socio-analytical and
institutional perspective. International Journal of Human Resources
Management. 24(20), 3812-3830

Warhurst, R. (2011). Managers’ practice and managers’ learning as identity
formation: Reassessing the MBA contribution. Management Learning. 41
(3), 261-278.

Watkins, K.E. and Marsick, V.J. (1992). Towards a theory of informal learning and
incidental learning in organizations. International Journal of Lifelong
Education. 11(4), 287-300.

Westmarland, N. (2001). The Quantitative/Qualitative Debate and Feminist
Research.: A Subjective View of Objectivity. Forum Qualitative
Sozialforschung / Forum: Qualitative Social Research, 2(1), Art. 13.

Weyer, B. (2007). Twenty years later: explaining the persistence of the glass ceiling
for women leaders. Women in Management Review. 22(6), 482-496.

Wheeler, J.V. (2008). The impact of social environments on emotional, social and
cognitive competency development. Journal of Management Development.
27(1), 129-145.

White, B. (1995). The Career Development of Successful Women. Women in
Management Review. 10(3), 4-15.

White, R.H. (1959). Motivation reconsidered: the concept of competence.
Psychological Review. 66, 279-333.



297

Williams, H.W. (2008). Characteristics that distinguish outstanding urban principals:
Emotional intelligence, social intelligence and environmental adaptation.
Journal of Management Development. 27(1), 36-54.

Winterton, J. (2009). Competence across Europe: highest common factor or lowest
common denominator? Journal of European Industrial Training. 33(8/9), 681-
700.

Wood, G.J. (2008). Gender stereotypical attitudes: past, present and future influences
on women’s career advancement. Equal Opportunities International. 27(7),
613-628.

World Bank’s Development Report (2012). Gender Equality and Development.
Retrieved on February 1, 2012 from
http://siteresources.worldbank.org/INTWDR2012/Resources/7778105-
1299699968583/7786210-1315936222006/Complete-Report.pdf

World Economic Forum (2013). The global gender gap report 2013. World
Economic Forum.

Wuest, J. (2011). Are We There Yet? Positioning Qualitative Research Differently.
Qualitative Health Research. 21(7), 875-883.

Yamazaki, Y. (2014). Using a Competency Approach to Understand Host--Country
National Managers in Asia. The International Journal of Human Resource
Management. 25(15), 2103-2128.

Yamazaki, Y. and Kayes, D. (2010). Learning andworkd satisfaction in Asia: A
comparative study of Japanese, Chinese and Malaysian managers.
International Journal of Human Resources Management. 21(12), 2271-2289.

Yang, B., Wu, B., Shu, P. and Yang, M. (2006). On establishing the core competency
identifying model. Industrial Management and Data Systems. 106(1), 60-80.

Yang, N., Chen, C. C., Chol, J., & Zou, Y. (2000). Sources of work-family conflict: a
Sino-US comparison of the effects of work and family demands. Academy of
Management Journal. 43(1), 113-123.

Yin, R. K. (1984). Case Study Research. (\ol. 5) Beverly Hills, CA: Sage.

Yin, R. K. (2003). Case Study Research Design and Methods. (3" Edition).
Thousand Oaks, CA: Sage.

Yin, R. K. (2009). Case Study Research: Design and Methods. 4. udgave. Thousand
Oaks, CA: Sage.


http://siteresources.worldbank.org/INTWDR2012/Resources/7778105-1299699968583/7786210-1315936222006/Complete-Report.pdf
http://siteresources.worldbank.org/INTWDR2012/Resources/7778105-1299699968583/7786210-1315936222006/Complete-Report.pdf

298

Young, M and Dulewicz, V. (2009). A study into leadership and management
competencies predicting superior performance in the British Royal Navy.
Journal of Management Development. 28(9),794-820.

Yusof, R. (2005). An experience into researching women’s lives: Issues related to
qualitative inquiry. 3" Qualitative Research Convention: Qualitative Research
Experience Across Discipline (QRAM).

Zainal Abidin, Z., Abdul Rashid, A. and Jusoff, K. (2009). The ‘Glass Ceiling’
Phenomenon for Malaysian Women Accountants. Asian Culture and History.
1(1), 38-46.

Zainal, D., Zulkifli, N. and Saleh, Z. (2013). Corporate board diversity in Malaysia:
A longitudinal analysis of gender and nationality diversity. International
Journal of Academic Research in Accounting, Finance and Management
Sciences. 3(1), 136-148.





