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 The study examined the mediating effect of employee engagement between 

Blue Ocean Leadership and team performance among lecturers. A cross-

sectional study design was used, and quantitative data were collected using a 

structured survey from 2,580 lecturers from the population across the 22 

vocational colleges in Malaysia's north zone. Structural Equation Modeling 

(SEM) was used for data analysis. The results revealed a considerable 

positive relationship between Blue Ocean Leadership and employee 

engagement, as well as between employee engagement and team 

performance. Employee engagement, as demonstrated through the use of 

bootstrapping analysis, acts as a mediator between Blue Ocean Leadership 

and team performance. The finding supported the Blue Ocean Leadership 

theory and Social Exchange theory in this study. Future research is be 

recommended to conduct in other states as well as private institutions to get 

a comprehensive understanding. 
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1. INTRODUCTION 

In today’s digital age, leadership is critical to sustaining and growing an organization's productivity. 

Thus, the leadership of each organization is asked to display special ethics in each sharing session, decision, 

and behavior which will launch the process of implementing organizational operations [1] and improve 

organizational performance [2]. In other words, the leaders of an organization must perform their duties 

effectively and with caliber. An effective leader inspires his followers by using appropriate approaches to 

achieve set goals [3], [4]. At the same time, leaders of caliber need to focus on employee engagement (EE) as 

it is important to ensure excellent job performance. Therefore, an effective leadership style should be 

practiced, such as Blue Ocean Leadership (BOL). BOL is an approach that assists leaders in transforming 

less engaged employees into engaged employees by changing the leadership profile of the organization [5]. 

Since EE has become one of the critical issues in the workplace today. With complex and strict 

regulations in place, EE remains a major obstacle to organizations in the future [6], [7]. This aspect will 

challenge management because EE is an important criterion in maintaining continuous effort, sustainability, 

and organizational profitability [8]–[12]. Furthermore, organizations with high levels of EE not only earn 

more profits compared to other organizations [13], but also increase job satisfaction, benefits, and employee 

productivity [14]–[18]. Accordingly, high levels of EE lead to low job turnover rates, high levels of 

effectiveness, better customer service as well as improved business performance [19]–[21]. 

https://creativecommons.org/licenses/by-sa/4.0/
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Due to the benefits brought by the high level of EE, the leaders of the organization are still working 

hard to focus more on this aspect to achieve that goal. Moreover, one of the reasons organizational leaders 

pay attention to EE is because it affects organizational productivity [22], [23]. In a highly competitive 

climate, the ability of management to implement EE initiatives is crucial for ensuring that organizational 

productivity is maintained and operations run smoothly [24]. Hence, there must be greater agility and 

flexibility in the leadership of organizations in a competitive climate. As a result, leaders must demonstrate 

change-management skills, notably in the curriculum [25]. Concerning employees: when dealing with 

ambiguous or conflicting situations lecturers should be active, confrontational, and engaged, and they should 

also work in groups rather than be marginalized separately [26]–[28]. 

Accordingly, the situation of uncertainty and challenges faced can be resolved when lecturers work 

more closely in teams. Thus, in an interdependent environment, the individual, collective group, and 

organizational factors should affect team performance (TP) [29], [30]. However, the job turnover rate for the 

education sector was reported to be 29.2% in 2011 which was in third place compared to other sectors [31]. 

Besides, a high turnover rate of 18% in Private Higher Education Institutions in Malaysia was also reported 

in the previous study [32]. The high average turnover rate in the education sector reduces TP among lecturers 

while also lowering educational quality [33]. 

To ensure the quality of education and enable Malaysia to achieve a high knowledge-based system 

to meet the challenges of the 4.0 industrial revolution, high technical and soft skills are needed [34], [35] 

especially lecturers in education and training technical and vocational education and training. This is because 

the vocational education sector plays an important role in establishing a well-rounded human capital [36]. 

Thus, to confirm that lecturers continue to play a role in producing knowledgeable, highly skilled, and 

holistic students for the country, then, employee involvement and TP among lecturers should always be given 

attention by leaders and enhanced by practicing effective leadership such as BOL. Hence, the study’s 

objectives were: i) To examine the relationship between BOL, EE, and TP; and ii) To identify the mediating 

effect of EE between BOL and TP among lecturers. 

BOL was made public for the first time by Kim and Mauborgne [5]. It is based on the principles 

derived from the blue ocean strategy framework. In terms of the BOL perspective, every leader has their 

clients. Thus, a critical concept in this theory is that leadership can be seen as a service whether it ‘buy’ or 

‘do not buy’ by the employees in an organization. So, when employees appreciate a leader's leadership 

practices, they will actually "buy" his or her leadership. Employees are motivated to achieve and act 

responsibly. Besides, when employees do not “buy” a leader’s leadership, then they will be less engaged, 

becoming a customer who is not under that leader’s leadership [5]. 

Meanwhile, Kim and Mauborgne [5] described BOL as a systematic approach to improving 

leadership practices that maximize unused talent and manpower to drive toward organizational excellence. 

This can be applied by obtaining employee views on the leadership practices of their leaders. Thus, 

leadership practices are described as actions and activities in which leaders engage in their organization. 

Employees will feel engaged as a result of the organization considering their input in developing new 

leadership profiles at all levels of leadership to alter the organization. Zakaria et al. [37] substantiates this 

theory by stating that BOL is treated as a strategy for achieving a high impact on EE. At the same time, it is 

in line with the findings from previous study [38]. It is proved that BOL has a positive impact on EE among 

vocational college lecturers. 

Homans [39] was the first to suggested Social Exchange Theory (SET). This theory's basic premise 

is that organizations profit from positive employee contributions and, in turn, benefit their employees in other 

words, the more organizations treat employees properly, the more employees will respond positively and 

have a friendly attitude toward the organization, especially when management support and job satisfaction 

are high [40]. Previous research has supported the use of SET and mutual benefit in the organization [41]. 

Within SET, EE is said to mediate mutually beneficial norms to validate individual loyalty for organizational 

support [42]. Meanwhile, an individual's benefits and costs are shown in SET [43]. Additionally, a 

relationship is predicated on a perception of a balance between the effort expended (costs) and the benefits 

derived from it (benefits). As a result, if the benefits outweigh the costs, this relationship is considered strong 

and committed [44]. 

Social Exchange Theory considers that organizations need to provide an environment that facilitates 

mutual profit-sharing with employees to improve organizational performance [45]–[47]. Increased social 

exchange ensures higher levels of EE, as well as improved individual performance and TP [48]. According to 

the SET, leaders and employees collaborating can result in increased employee satisfaction and EE. SET 

states that perceptions of fairness typically lead employees to feel obligated to do the same. As a result, most 

employees will exhibit reciprocal behaviors that contribute to the organization's well-being. In return, 

employees showing high engagement can positively influence TP. 
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Furthermore, SET supports the link between EE and TP [48]. Social exchange amongst employees 

is characterized by dependency [49], [50] and happens when a person desires to interact with others in a way 

that maximizes their "profit" through social contact [45], [51], [52]. However, social exchange is not merely 

an exchange from an economic aspect but fosters employee trust, personal responsibility, and appreciation 

[45], [50], [53]. There are many ways in which TP can be raised by encouraging pleasant social exchanges 

amongst team members [54]. As a result, it is expected that employees who are more actively involved in 

social exchanges will perform better and improve TP. Different leadership styles have an impact on the level 

of TP in an organization [55], [56]. Whereby, TP among vocational college lecturers influenced by BOL and 

come along with high impact in the study of [57]. 

Social Exchange Theory emphasizes that interaction between individuals creates a shared obligation 

[58]. Taking care of employees fosters a social interchange, which in turn encourages employees to respond 

with productive work habits and enthusiasm [48]. The findings of the study's conceptual framework are 

supported by SET, which explains why employees display various levels of engagement [59]. As a result, 

workers must advocate for better workplace resources. Employees will become more involved in their work 

as a result of the duties they have been given. An employer's praise and encouragement can help employees 

feel more confident about attaining or exceeding performance goals. The employees involved are employees 

who take more initiative [60], are highly dedicated [61], and have lower turnover rates [62]. Thus, employees 

will increase their level of engagement and performance due to the supervisory support provided by 

managers and the organization [63]. 

Past studies have shown that BOL has an impact on EE [37], [38] while individual EE has an impact 

on individual and organizational performance [26], [64], [65]. Hence, EE believes that brings mediated effect 

towards BOL and TF. According to SET [39], [66], it was believed that practicing BOL would help increase 

the level of EE, as could TP to achieve an organization’s objectives [65], [67] in this study. Based on the 

literature review, we proposed the research hypothesis: i) H01: There is a significant relationship between 

BOL and EE; ii) H02: There is a significant relationship between EE and TP; iii) H03: There is a significant 

relationship between BOL and TP; and iv) H04: There is a significant mediating effect of EE between BOL 

and TP among lecturers. 

 

 

2. RESEARCH METHOD 

2.1.  Research design 

The data for this study were collected using a survey method. This method of data collecting 

assisted the researcher in gathering accurate data, reducing bias, and improving the data quality [68], [69]. 

This research was carried out in 22 vocational colleges in Malaysia's North Zone, which includes Penang, 

Kedah, Perlis, and Perak. Based on the prior literature study, a survey questionnaire was modified. 

 

2.2.  Research sample 

There were 401 survey questionnaires were collected from vocational college lecturers using 

stratified random sampling. This sampling method is employed because it is a less biased strategy for picking 

a sample and obtaining representative study results. The researchers chose the sample using a random 

number table. Respondents voluntarily and mutually agreed to fill out survey questions. 

 

2.3.  Research instruments 

This study's instrument is a series of questionnaires with 37 study-related questions that were 

delivered to respondents to elicit the appropriate responses. The questionnaires were divided into four 

sections (A, B, C, and D). Part A consists of eight demographic questions, while part B consists of 12 BOL 

questions adapted from previous studies [5], [70]. Part C has 11 EE questions that have been adapted by 

Schaufeli et al. [71]. The study used six TP questions in part D, which were developed by Callea et al. [72]. 

Five Likert scales, ranging from 1 (strongly disagree) to 5 (strongly agree), were used in this survey. In order 

to establish the instrument's reliability, researchers conducted a pilot study with 300 lecturers. According to 

the study, Cronbach's Alpha reliability coefficient was found to be 0.929. Consequently, the researchers 

concluded that the questionnaire selected for the study was appropriate to employ. 

 

2.4.  Data collection 

Lecturers at vocational colleges in Malaysia's north zone responded to the survey. Each participant 

gave informed consent before beginning the survey, which took around 15 minutes to complete at their 

office. The Education Planning and Research Division (EPRD), Ministry of Education, Malaysia approved 

all methods and procedures. 
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2.5.  Data analysis 

Statistical Package for the Social Science version 23.0 (SPSS) and SPSS AMOS version 24 software 

were used to analyze the questionnaire data. Descriptive analysis was used to assess the mean level of BOL, 

EE, and TP among vocational college lecturers. At the same time, mediated effect analysis has been applied 

to measure the mediating effect of EE between BOL and TP among lecturers. Structural Equation Modelling 

(SEM) was performed to assess the hypothesized model's structural model goodness-of-fit, and the path 

analysis result was utilized to identify the relationship between the constructs. A variety of statistical indices 

were used to assess the goodness-of-fit model, which was classified into three categories: absolute fit, 

incremental fit, and parsimonious fit [73]. Absolute fit indices were assessed using indexes such as the Root 

Mean Square Error of Approximation (RMSEA) and the Goodness-of-Fit index (GFI). For RMSEA and GFI, 

the acceptable cut-off values are less than 0.08 and equal to or greater than 0.90, respectively. The 

Comparative Fit Index (CFI) and the Tucker Lewis Index (TLI) were used to determine incremental fit 

indices. Based on the Adjusted Goodness of Fit Index (AGFI), the parsimonious fit index was determined. 

CFI, TLI, and AGFI all have an appropriate cut-off value of 0.90. The bootstrapping procedure was used to 

test the mediation effect of EE on the data set. 

 

 

3. RESULTS AND DISCUSION 

A total of 401 lecturers responded to the surveys. The results are presented in the Table1. The table 

shows that most of respondent is Malay, female, and married.  

 

 

Table 1. Respondent’s demographic 
Demographic Factor Frequency Percentage 

Age Less than 28 years old 43 10.7 

 28-38 years old 189 47.1 
 More than 38 years old 169 42.1 

Races Malay 360 89.8 

 Chinese 24 6.0 
 Indian 13 3.2 

 Others 4 1.0 

Sex Male 156 38.9 
 Female 245 61.1 

Teaching area Science & mathematic 81 20.2 

Language 86 21.4 
Humanity 64 16.0 

Vocational & technology 170 42.4 

Academic profile Bachelor 360 89.8 
Master 40 10.0 

Phd 1 0.2 

Teaching experiences 10 years and below 153 38.2 
11-20 years 136 33.9 

21 years and above 112 27.9 

Marital status Single 62 15.5 

 Married 339 84.5 

Monthly income Less than RM4,000 109 27.2 
RM4,000 – RM8,000 242 60.3 

RM8,001 and above 50 12.5 

 Total 401 100.0 

 

 

3.1.  Structural model 

In order to examine the suggested hypotheses, the structural model was developed. Figure 1 depicts 

the analysis results, which illustrate the path coefficient from the independent construct to its matching 

dependent construct. The path coefficient for the model in this study was represented in Table 2. The findings 

of the hypothesis analysis revealed the importance of the three hypotheses separately. There is a statistically 

significant relationship between BOL and TP (p=.001). Meanwhile, the findings show that BOL has a 

positive relationship with EE (=.555, p=.001). Finally, findings (=.544, p=.001) support the idea that EE 

positively prompts TP. 
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Figure 1. The path coefficient for the hypothesis in this study 

 

 

Table 2. Hypothesis testing 
Construct Path Construct Estimate S.E. C.R. p Result 

TP  BOL .323 .079 4.096 *** Significant 
EE  BOL .555 .057 9.745 *** Significant 

TP  EE .544 .084 6.446 *** Significant 

 

 

3.2.  The mediating analysis 

The following approach for analyzing the mediator has been recommended by Awang [74]. The 

process is shown in Figure 2. The indirect effect= (.57×.44)=.2508, the direct effect=.27, the value of the 

indirect effect is less than the value of the direct effect. The type of mediation is partial mediation since the 

direct effect for BOL to TP is significant. 

 

 

 
 

Figure 2. Employee engagement as a mediator in the Blue Ocean Leadership relationship with team 

performance 

 

 

The bootstrapping approach provided by Awang [74] was used to verify the mediation result in this 

study. With a bootstrap sample size of 5,000 and a bias correction confidence interval of 95%, the Maximum 

Likelihood Bootstrapping approach was applied in this study. As a result, the bootstrapping result in Table 3 

supports the previous mediation finding, in which EE functions as a partial mediator on the relationship 

between BOL and TP. 
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Table 3. The results of the bootstrapping procedure in testing employee engagement as a mediator on the 

relationship between Blue Ocean Leadership and team performance 
Hypothesized path Beta P 95% Bootstrap BC CI 

   LB UB 
Direct model     

BOL→TP .505 .000   

Mediation model     
BOL→TP .271 .000   

Std. indirect effect (SIE) .253 .000 .148 .381 

 

 

3.3.  Discussion 

Hypothesis 1 (H01) was also rejected because the data revealed a positive significant association 

between BOL and EE, which is consistent with the findings of studies [38], [75], which found that BOL 

contributes 60.6 % to EE among lecturers. In addition, this study validates [37]'s claim that BOL can improve 

the public sector’s EE. Hypothesis 2 (H02) was also rejected attributed to the reason that the results indicated 

that a positive significant relationship between EE and TP. Employees' favourable views toward work are 

emphasized in the previous studies [76], [77], and they are encouraged to participate more effectively by the 

organization, which ultimately helps to boost TP. In the meantime, the effect of individual EE on individuals 

and TP has also been demonstrated in previous research [26], [64], [65]. Besides, the results of the study 

[38], [75] also displayed that EE has a positive significant relationship with TP among vocational college 

lecturers. 

Hypothesis 3 (H03) had been declined. The results showed a positive significant relationship 

between BOL and TP. It is in line with higher TP only when leadership roles were performed effectively 

[78]. These findings are also corroborated by previous researchers [79]–[84], which imply that leadership has 

an impact on TP. Hypothesis 4 (H04) had been rejected. The findings support the hypothesis that the 

relationship between BOL and TP is partially mediated by EE. Previous studies have shown that BOL has an 

impact on EE [37], [38], [75], while individual EE has an impact on individual and organizational 

performance [26], [64], [65]. 

 

 

4. CONCLUSION 

Overall, this research examines the connection between BOL, EE, and TP among Malaysian 

vocational college lecturers. BOL has a relationship with EE, and EE has a relationship with TP too. 

Unsurprisingly, BOL has a relationship with TP. Meanwhile, EE acts as a partial mediator between BOL and 

TP. The study's findings corroborate the theory of BOL with the EE of the lecturer can be improved under 

the implementation of BOL. From the theoretical perspective, employees are inspired to succeed and act with 

commitment. Besides, the results of the study also provide a different picture especially in terms of empirical 

data to strengthen the Social Exchange Theory which says an employee believes that employees make a 

positive contribution to the organization, then the organization will benefit their employees in exchange. 

Hence, the results of this study can provide guidelines to vocational college leaders to practice BOL in 

vocational college management to improve EE and TP among lecturers. Furthermore, BOL is highly 

recommended to apply in the module National Professional Qualification for Educational Leaders (NPQEL) 

for the participant which is the future principal. Meanwhile, by adding in the new element in their module, 

the participants are aiming to achieve the fifth shift of the Malaysia Education Development Plan 2013-2025 

is to ensure that high-performing leadership is placed in every school. 

In contrast, when conducting the research, it is impossible to avoid the study's drawbacks. One of 

the study's drawbacks was that the results could not be applied to the entire population of lecturers in 

Malaysia because they were focused on the perspectives of lecturers in Malaysia's north zones. Future studies 

should include respondents from other zones, like the middle, south, and east zone of Malaysia as well. 

Secondly, the respondents were primarily lecturers from government vocational colleges, the study's findings 

are limited to this group of lecturers. As a consequence, future studies should compare the results of lecturers 

in the public and private sectors. 

 

 

REFERENCES 
[1] S. Khan, B. Muhammad, G. W. Afridi, and I. Sarwar, “Effect of authentic leadership on job satisfaction and employee 

engagement,” City University Research Journal, vol. 07, no. 01, pp. 151–166, 2017. 

[2] M. Salem, N. Van Quaquebeke, M. Besiou, and L. Meyer, “Intergroup leadership: How leaders can enhance performance of 

humanitarian operations,” Production and Operations Management, vol. 28, no. 11, pp. 2877–2897, 2019, doi: 
10.1111/poms.13085. 



Int J Eval & Res Educ  ISSN: 2252-8822  

 

Mediating role of employee engagement between Blue Ocean Leadership and team … (Zi Jian Oh) 

1653 

[3] T. S. Nanjundeswaraswamy and D. R. Swamy, “Leadership styles,” Advances In Management, vol. 7, no. 2, p. 57, 2014, doi: 
10.7748/ns.32.22.64.s37. 

[4] V. T. Ho and M. N. Astakhova, “The passion bug: How and when do leaders inspire work passion?” Journal of Organizational 

Behavior, vol. 41, no. 5, pp. 424–444, 2020, doi: 10.1002/job.2443. 
[5] W. C. Kim and R. Mauborgne, From Blue Ocean Strategy to Blue Ocean Leadership. United States of America: Harvard 

Business School Publishing Corporation, 2014. 

[6] K. Mishra, L. Boynton, and A. Mishra, “Driving employee engagement: The expanded role of internal communications,” 
International Journal of Business Communication, vol. 183, no. 51, 2014. 

[7] V. K. Shrotryia and U. Dhanda, “Exploring employee engagement using grounded theory: Experiences from the best firms in 

India,” Vision: The Journal of Business Perspective, vol. 24, no. 2, pp. 171–183, Jun. 2020, doi: 10.1177/0972262920915070. 
[8] K. Breevaart, A. Bakker, J. Hetland, E. Demerouti, O. K. Olsen, and R. Espevik, “Daily transactional and transformational 

leadership and daily employee engagement,” Journal of Occupational and Organizational Psychology, vol. 87, no. 1, pp. 138–

157, 2014, doi: 10.1111/joop.12041. 
[9] S. L. Albrecht, A. B. Bakker, J. A. Gruman, W. H. Macey, and A. M. Saks, “Employee engagement, human resource 

management practices and competitive advantage,” Journal of Organizational Effectiveness: People and Performance, vol. 2,  

no. 1, pp. 7–35, Mar. 2015, doi: 10.1108/JOEPP-08-2014-0042. 

[10] E. Farndale and I. Murrer, “Job resources and employee engagement: A cross-national study,” Journal of Managerial 

Psychology, vol. 30, no. 5, pp. 610–626, 2015, doi: 10.1108/JMP-09-2013-0318. 

[11] N. Martins, “The role of leaders in creating engaged employees,” in Proceedings of the 5th International Conference on 
Management Leadership and Governance, ICMLG 2017, 2017, pp. 287–293. 

[12] J. (Brian) Baek-Kyoo, G. Bozer, and K. J. Ready, “A dimensional analysis of psychological empowerment on engagement,” 

Journal of Organizational Effectiveness, vol. 6, no. 3, pp. 186–203, 2019, doi: 10.1108/JOEPP-09-2018-0069. 
[13] Society of Human Resource Management (SHRM), “Employee job satisfaction and engagement: The road to economic 

recovery.” pp. 1–64, 2014, [Online]. Available: http://www.shrm.org/Research/SurveyFindings/Documents/14-0028 

JobSatEngage_Report_FULL_FNL.pdf. 
[14] H. D. Cooper-Thomas, N. L. Paterson, M. J. Stadler, and A. M. Saks, “The relative importance of proactive behaviors and 

outcomes for predicting newcomer learning, well-being, and work engagement,” Journal of Vocational Behavior, vol. 84, no. 3, 

pp. 318–331, 2014, doi: 10.1016/j.jvb.2014.02.007. 
[15] W. Vandenabeele, “Explaining public service motivation: The role of leadership and basic needs satisfaction,” Review of Public 

Personnel Administration, vol. 34, no. 2, pp. 153–173, 2014, doi: 10.1177/0734371X14521458. 

[16] G. Ahmetoglu, X. Harding, R. Akhtar, and T. Chamorro-Premuzic, “Predictors of creative achievement: Assessing the impact of 
entrepreneurial potential, perfectionism, and employee engagement,” Creativity Research Journal, vol. 27, no. 2, pp. 198–205, 

2015, doi: 10.1080/10400419.2015.1030293. 

[17] B. Carter, “4 dramatic shifts in the workplace that will positively affect employee engagement,” 2015. [Online]. Available: 
http://blog.accessdevelopment.com/4-dramatic-shifts-in-the-workplace-that-will-positively-affect-employee-

engagement%0AInternational. 

[18] R. Viswanathan, N. Sarath Lal, V. Prasad, and J. Parveen, “Does job satisfaction and employee commitment pave way for 
employee engagement in it sector,” International Journal of Recent Technology and Engineering, vol. 8, no. 2 Special Issue 4, 

pp. 307–313, 2019, doi: 10.35940/ijrte.B1058.0782S419. 

[19] D. L. van Rooy, D. S. Whitman, D. Hart, and S. Caleo, “Measuring Employee Engagement during a Financial Downturn: 
Business Imperative or Nuisance?” Journal of Business and Psychology, vol. 26, no. 2, pp. 147–152, 2011, doi: 10.1007/s10869-

011-9225-6. 

[20] B. Gilitwala, D. Amit, and K. Nag, “Leadership influence on employee outcomes through job resources and employee 
engagement,” International Journal of Psychosocial Rehabilitation, vol. 24, no. 8, pp. 9970–9982, 2020. 

[21] I. Tewari, “Factors that drive employee engagement in organizations: A review,” International Journal of Psychosocial 

Rehabilitation, vol. 24, no. 5, pp. 6767–6773, 2020, doi: 10.37200/ijpr/v24i5/pr2020667. 
[22] C. (“Casey”) Findley Musgrove, A. E. Ellinger, and A. D. Ellinger, “Examining the influence of strategic profit emphases on 

employee engagement and service climate,” Journal of Workplace Learning, vol. 26, no. 3/4, pp. 152–171, Apr. 2014, doi: 
10.1108/JWL-08-2013-0057. 

[23] R. W. D. Zondo, “The influence of employee engagement on labour productivity in an automotive assembly organisation in 

South Africa,” South African Journal of Economic and Management Sciences, vol. 23, no. 1, 2020, doi: 
10.4102/sajems.v23i1.3043. 

[24] S. Osborne and M. S. Hammoud, “Effective employee engagement in the workplace,” International Journal of Applied 

Management and Technology, vol. 16, no. 1, pp. 50–67, 2017, doi: 10.5590/ijamt.2017.16.1.04. 
[25] S. Rabindarang, W. B. Khuan, and Y. Y. Khoo, “The demands and influence of leadership on educational changes,” Jurnal 

Pendidikan Malaysia, vol. 40, no. 1, pp. 83–88, 2015, doi: 10.17576/jpen-2015-4001-11. 

[26] S.-L. Chen, “Cross-level effects of high-commitment work systems on work engagement: the mediating role of psychological 
capital,” Asia Pacific Journal of Human Resources, vol. 56, no. 3, pp. 384–401, Jul. 2018, doi: 10.1111/1744-7941.12144. 

[27] GALLUP, State of Global Workplace. Washington, GALLUP Press, 2017. 

[28] R. Paulsen, “Slipping into functional stupidity: The bifocality of organizational compliance,” Human Relations, vol. 70, no. 2,  
pp. 185–210, 2017, doi: 10.1177/0018726716649246. 

[29] B. J. West, J. L. Patema, and M. K. Caesten, “Team level positivity: Investigating positive psychological capacities and team 

level outcomes,” Journal of Organizational Behavior, vol. 30, no. 2, pp. 249–267, 2009, doi: 10.1002/job.593. 
[30] M. Srivastava, H. Rogers, and F. Lettice, “Team performance management: Past, current and future trends,” Team Performance 

Management, vol. 19, no. 7/8, pp. 352–362, Oct. 2013, doi: 10.1108/TPM-04-2013-0009. 

[31] MEF, “Malaysian Employers Federation,” The MEF salary and fringe benefits survey for executive 2012. Kuala Lumpur, 2012. 
[32] V. Ramasamy and N. H. Abbudullah, “Assessing turnover antecedent among academics at private universities in Malaysia,” 

International Journal of Scientific and Technology Research, vol. 9, no. 3, pp. 1642–1650, 2020. 

[33] M. Mizanur Rahman and M. Solaiman Chowdhury, “Job satisfaction and teachers’ turnover: A study on private universities in 
bangladesh,” Bangladesh Research Pubublication Journal, vol. 7, no. 2, pp. 142–152, 2012, [Online]. Available: 

http://www.bdresearchpublications.com/admin/journal/upload/09324/09324.pdf. 

[34] A. Ismail and R. Hassan, “Issues and challenges of technical and vocational education & training in Malaysia for knowledge 
worker driven,” National Conference on Engineering Technology 2013 (NCET 2013), 2013, doi: 10.13140/2.1.4555.2961. 

[35] Wagiran, Pardjono, and H. Sofyan, “What industry needs of vocational school graduate competence in the era of industrial 

revolution 4.0,” International Journal of Advanced Science and Technology, vol. 29, no. 5, pp. 2459–2470, 2020. 



                ISSN: 2252-8822 

Int J Eval & Res Educ, Vol. 11, No. 4, December 2022: 1647-1656 

1654 

[36] N. Othman and K. A. Mohamad, “Thinking skill education and transformational progress in Malaysia,” International Education 

Studies, vol. 7, no. 4, pp. 27–32, 2014, doi: 10.5539/ies.v7n4p27. 
[37] Z. Zakaria, K. Idris, and M. B. Ismail, “Blue ocean leadership (BOL) practices towards promoting employee engagement in 

public service,” International Journal of Academic Research in Business and Social Sciences, vol. 7, no. 3, pp. 85–98, 2017. 

[38] Z. J. Oh and Y. Y. Khoo, “The effect of blue ocean leadership towards employee engagement and job satisfaction among 
lecturers in vocational college,” 2018. 

[39] G. C. Homans, “Social Behavior as Exchange,” American Journal of Sociology, vol. 63, no. 6, pp. 597–606, 1958. 

[40] A. Emhan, “Relationship among managerial support, job satisfaction and organizational commitment: A comparative study of 
nonprofit, for-profit and public sectors in Turkey,” International Journal of Business, vol. 2, no. 5, pp. 179–190, 2012, [Online]. 

Available: www.ijbhtnet.com. 

[41] R. Eisenberger, P. Fasolo, and V. Davis-LaMastro, “Perceived organizational support and employee diligence, commitment, and 
innovation,” Journal of Applied Psychology, vol. 75, no. 1, pp. 51–59, 1990, doi: 10.1037/0021-9010.75.1.51. 

[42] S. Biswas and J. Bhatnagar, “Mediator analysis of employee engagement: Role of perceived organizational support, p-o fit, 

organizational commitment and job satisfaction,” Vikalpa: The Journal for Decision Makers, vol. 38, no. 1, pp. 27–40, 2013, doi: 
10.1177/0256090920130103. 

[43] E. Okyere-Kwakye and K. Md Nor, “Individual factors and knowledge sharing,” American Journal of Economics and Business 

Administration, vol. 3, no. 1, pp. 66–72, 2011. 
[44] T. Rathakrishnan, N. S. Imm, and T. K. Kok, “Turnover intentions of lecturers in private universities in Malaysia,” Pertanika 

Journal of Social Sciences and Humanities, vol. 24, pp. 129–146, 2016. 

[45] P. M. Blau, “Justice in social exchange,” Sociological Inquiry, vol. 34, no. 2, pp. 193–206, 1964, doi: 10.1111/j.1475-
682X.1964.tb00583.x. 

[46] M. Xerri, “Workplace relationships and the innovative behaviour of nursing employees: A social exchange perspective,” Asia 

Pacific Journal of Human Resources, vol. 51, no. 1, pp. 103–123, 2013, doi: 10.1111/j.1744-7941.2012.00031.x. 
[47] G. Topa, D. Guglielmi, and M. Depolo, “Mentoring and group identification as antecedents of transformational leadership.” 

Cambridge Journal of Education, vol. 33, no. 3, pp. 329-350, 2014. 
[48] R. Cropanzano, “Social exchange theory: An interdisciplinary review,” Journal of Management, vol. 31, no. 6, pp. 874–900, 

1976. 

[49] J. A. Fleishman, R. L. Burgess, and T. L. Huston, Social Exchange in Developing Relationships, vol. 10, no. 3. New York: 
Academic Press, 1981. 

[50] M. S. Cole, W. S. Schaninger, and S. G. Harris, “The workplace social exchange network,” Group & Organization Management, 

vol. 27, no. 1, pp. 142–167, Mar. 2002, doi: 10.1177/1059601102027001008. 
[51] P. J. Jordan, S. A. Lawrence, and A. C. Troth, “The impact of negative mood on team performance,” Journal of Management and 

Organization, vol. 12, no. 2, pp. 131–145, 2006, doi: 10.5172/jmo.2006.12.2.131. 

[52] R. Wiesner, J. Mcdonald, and H. C. Banham, “Australian small and medium sized enterprises (SMEs): A study of high 
performance management practices,” Journal of Management and Organization, vol. 13, no. 3, pp. 227–248, 2007, doi: 

10.5172/jmo.2007.13.3.227. 

[53] R. Farr-Wharton and Y. Brunetto, “Organisational relationship quality and service employee acceptance of change in SMEs: A 
social exchange perspective,” Journal of Management & Organization, vol. 13, no. 2, pp. 114–125, 2007, doi: 

10.1017/s1833367200003801. 

[54] J. H. Song, D. H. Lim, I. G. Kang, and W. Kim, “Team performance in learning organizations: Mediating effect of employee 
engagement,” Learning Organization, vol. 21, no. 5, pp. 290–309, 2014, doi: 10.1108/TLO-07-2012-0049. 

[55] M. Sanchez-Manzanares, R. Rico, M. Antino, and S. Uitdewilligen, “The joint effects of leadership style and magnitude of the 

disruption on team adaptation: A longitudinal experiment,” Group and Organization Management, vol. 45, no. 6, pp. 836–864, 
2020, doi: 10.1177/1059601120958838. 

[56] D. J. Sucato, “Strategies and tools to enhance team performance,” Journal of Pediatric Orthopedics, vol. 40, no. 1, pp. S25–S29, 

2020, doi: 10.1097/BPO.0000000000001526. 
[57] O. Z. Jian, K. Y. Yin, and M. Awang, “The dimension and influence of blue ocean leadership in different perspectives in 

Malaysia: A systematic review of the literature,” International Journal of Academic Research in Business and Social Sciences, 

vol. 10, no. 12, pp. 1293–1304, 2020, doi: 10.6007/ijarbss/v10-i12/8405. 
[58] R. M. Emerson, “Social Exchange Theory,” Social Psychology. pp. 30–65, 2019, doi: 10.4324/9781315129723-2. 

[59] A. M. Saks, “Antecedents and consequences of employee engagement,” Journal of Managerial Psychology, vol. 21, no. 7,  

pp. 600–619, 2006, doi: 10.1108/02683940610690169. 
[60] A. B. Bakker and M. P. Leiter, Work engagement: A handbook of essential theory and research. New York, NY: Psychology 

Press, 2010. 

[61] N. P. Rothbard and S. V. Patil, “Being there: Work engagement and positive organizational scholarship,” in The Oxford 
Handbook of Positive Organizational Scholarship, Oxford University Press, 2012. 

[62] J. Park and D. Gursoy, “Generation effects on work engagement among U.S. hotel employees,” International Journal of 

Hospitality Management, vol. 31, no. 4, pp. 1195–1202, 2012, doi: 10.1016/j.ijhm.2012.02.007. 
[63] X. Li, K. Sanders, and S. Frenkel, “How leader-member exchange, work engagement and HRM consistency explain Chinese 

luxury hotel employees’ job performance,” International Journal of Hospitality Management, vol. 31, no. 4, pp. 1059–1066, 

2012, doi: 10.1016/j.ijhm.2012.01.002. 
[64] N. Gupta and V. Sharma, “Exploring employee engagement—A way to better business performance,” Global Business Review, 

vol. 17, no. 3, pp. 45S-63S, Jun. 2016, doi: 10.1177/0972150916631082. 

[65] A. Mäkikangas, K. Aunola, P. Seppälä, and J. Hakanen, “Work engagement–team performance relationship: shared job crafting 
as a moderator,” Journal of Occupational and Organizational Psychology, vol. 89, no. 4, pp. 772–790, 2016, doi: 

10.1111/joop.12154. 

[66] P. M. Blau, Exchange and Power in Social Life. New York: John Wiley, 1964. 

[67] J. W. Bishop, K. D. Scott, and S. M. Burroughs, “Support, commitment, and employee outcomes in a team environment,” 

Journal of Management, vol. 26, no. 6, pp. 1113–1132, 2000, doi: 10.1177/014920630002600603. 

[68] J. W. Creswell, Qualitative inquiry & research design: Choosing among five approaches, vol. 2. United Kingdom: Sage 
Publication, 2007. 

[69] U. Sekaran and R. Bougie, Research methods for business: A skill building approach, vol. 26, no. 2. John Wiley & Sons, 2016. 

[70] R. Zehra, “Effects of personality on blue ocean leadership, the impact of blue ocean leadership on life satisfaction,” Unpublish 
Master Thesis, Quest International University Perak, 2015. 



Int J Eval & Res Educ  ISSN: 2252-8822  

 

Mediating role of employee engagement between Blue Ocean Leadership and team … (Zi Jian Oh) 

1655 

[71] W. B. Schaufeli, M. Salanova, V. González-romá, and A. B. Bakker, “The Measurement of Engagement and Burnout: A Two 
Sample Confirmatory Factor Analytic Approach,” Journal of Happiness studies, vol. 3, no. 1, pp. 71–92, 2002. 

[72] A. Callea, F. Urbini, P. Benevene, M. Cortini, L. Di Lemma, and M. West, “Psychometric properties and factor structure of the 

Italian version of the ‘Aston Team Performance Inventory,’” Team Performance Management, vol. 20, no. 1, pp. 6–18, 2014, doi: 
10.1108/TPM-05-2013-0016. 

[73] J. Hair, W. Black, B. Babin, and R. Anderson, Multivariate data analysis: A global perspective, 7th ed. New Jersey: Pearson, 

2010. 
[74] Z. Awang, “SEM made simple: A gentle approach to learning structural equation modelling,” MPWS Rich Publication, vol. 1,  

no. 3, pp. 1–214, 2015. 

[75] O. Z. Jian, K. Y. Yin, and M. binti Awang, “The relationship between blue ocean leadership and employee engagement and troop 
performance in the context of vocational colleges,” in Asia Pacific Conference On Educational Management And Leardership, 

2019. 

[76] B. L. Rich, J. A. Lepine, and E. R. Crawford, “Job engagement: Antecedents and effects on job performance,” Academy of 
Management Journal, vol. 53, no. 3, pp. 617–635, 2010, doi: 10.5465/amj.2010.51468988. 

[77] S. Simbula and D. Guglielmi, “I am engaged, I feel good, and I go the extra-mile: Reciprocal relationships between work 

engagement and consequences,” Revista de Psicologia del Trabajo y de las Organizaciones, vol. 29, no. 3, pp. 117–125, 2013, 

doi: 10.5093/tr2013a17. 

[78] S. J. Han, M. Kim, M. Beyerlein, and D. DeRosa, “Leadership role effectiveness as a mediator of team performance in new 

product development virtual teams,” Journal of Leadership Studies, vol. 13, no. 4, pp. 20–36, 2020, doi: 10.1002/jls.21677. 
[79] J. T. J. Chiang, X. P. Chen, H. Liu, S. Akutsu, and Z. Wang, “We have emotions but can’t show them! Authoritarian leadership, 

emotion suppression climate, and team performance,” Human Relations, vol. 74, no. 7, pp. 1082–1111, 2021, doi: 

10.1177/0018726720908649. 
[80] L. D’Innocenzo, J. E. Mathieu, and M. R. Kukenberger, “A meta-analysis of different forms of shared leadership–team 

performance relations,” Journal of Management, vol. 42, no. 7, pp. 1964–1991, 2016, doi: 10.1177/0149206314525205. 

[81] A. Kindarto, Y. Q. Zhu, and D. G. Gardner, “Full range leadership styles and government it team performance: The critical roles 
of follower and team competence,” Public Performance and Management Review, vol. 43, no. 4, pp. 889–917, 2020, doi: 

10.1080/15309576.2020.1730198. 

[82] M. R. Kukenberger and L. D’Innocenzo, “The building blocks of shared leadership: The interactive effects of diversity types, 
team climate, and time,” Personnel Psychology, vol. 73, no. 1, pp. 125–150, 2020, doi: 10.1111/peps.12318. 

[83] M. Mahdikhani and B. Yazdani, “Transformational leadership and service quality in e-commerce businesses: The role of trust and 

team performance,” International Journal of Law and Management, vol. 62, no. 1, pp. 23–46, 2020, doi: 10.1108/IJLMA-12-
2018-0290. 

[84] R. Srinivasa and K. Waheed, “Impact of transformational leadership on team performance: an empirical study in UAE,” 

Measuring Business Excellence, vol. 19, no. 4, pp. 30–56, 2015. 

 

 

BIOGRAPHIES OF AUTHORS 

 

 

Oh Zi Jian     is currently pursuing doctoral studies and working as a teacher in the 

Business Department at Batu Lanchang Vocational College, Penang, Malaysia. He has been an 

educator for over 5 years which teaching Diploma of Business Management. His areas of 

research interest include mobile leadership, blue ocean leadership, employee engagement, team 

performance, motivation. He can be contacted at email: ohzijian@gmail.com. 

  

 

Khoo Yin Yin     is a senior lecturer in the Faculty of Management and Economics in 

Sultan Idris Education University, Perak, Malaysia. She is specialized in economics. Her 

research interests include economics education, action research and experimental research. She 

can be contacted at email: khoo@fpe.upsi.edu.my. 

  

 

Marinah Awang     is a senior lecturer in the Faculty of Management and Economics 

in Sultan Idris Education University, Perak, Malaysia. She is specialized in educational 

management. Her research interests include knowledge management, human resource 

management, human resource development, safety and health, and risk management. She can be 

contacted at email: marinah@fpe.upsi.edu.my. 

 

https://orcid.org/0000-0001-6152-7437
https://scholar.google.com/citations?user=4I8xdzAAAAAJ&hl=en
https://publons.com/researcher/3585824/zi-jian-oh
https://orcid.org/0000-0003-4850-2184
https://scholar.google.com/citations?hl=en&user=cuVBkeEAAAAJ
https://www.scopus.com/authid/detail.uri?authorId=57075825200
https://publons.com/researcher/3047507/yin-yin-khoo/
https://orcid.org/0000-0001-7734-6366
https://scholar.google.com/citations?hl=en&user=cc3UbBMAAAAJ
https://www.scopus.com/authid/detail.uri?authorId=37076674500


                ISSN: 2252-8822 

Int J Eval & Res Educ, Vol. 11, No. 4, December 2022: 1647-1656 

1656 

APPENDIX 1: Survey questionnaire 

Blue Ocean Leadership 

• I trained my subordinates to succeed. 

• I clearly explain the strategy to the subordinates. 

• I develop subordinate skills to accomplish a task. 

• I convey the vision and mission of the college/department to the subordinates. 

• I allow subordinates to do a project/job. 

• I developed a plan for college/departmental change. 

• I analyze future trends and their implications for colleges/departments. 

• I set performance goals along with subordinates. 

• Providing subordinates with the motivation to increase their confidence is important and necessary. 

• I share the best practices in the team. 

• I think leaders should lead but not rule. 

• I explore and highlight existing talent in subordinates. 

 

Employee engagement 

• I am proud of the work that I do. 

• I find the work that I do full of meaning and purpose. 

• I am enthusiastic about my job. 

• At my work, I always persevere, even when things do not go well. 

• I get carried away when I am working. 

• I can continue working for very long periods at a time. 

• At my job, I am very resilient, mentally. 

• When I get up in the morning, I feel like going to work. 

• At my work, I feel bursting with energy. 

• At my job, I feel strong and vigorous. 

 

Team performance 

• I want to continue working on this team. 

• I am satisfied with the number of responsibilities and tasks assigned to the team. 

• In my team, we are developing new and improved ways of working. 

• My team works closely with team members and members from other departments in the college. 

• Head of department/Head of program always praises the quality of work of our team. 

 


